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ABSTRACT 
Increased globalisation and constant economic turmoil, fuelled by intense business-to-
business competition, more demanding customers and consumers, continuous and often 
dramatic changes in technology, and more demanding shareholders, are some of the main 
drivers determining business focus and strategies. To remain competitive and sustainable, 
organisations need to focus on and find ways to improve and increase employee retention, 
productivity and loyalty, while driving customer satisfaction and the organisation’s top and 
bottom lines. Employee Engagement (also referred to as Work Engagement and used 
interchangeably in this research study dependent on the author or measure quoted or 
discussed) is identified as one of the critical drivers of these organisational focus points, with 
Leadership in turn being one of the key drivers and determinants of Employee Engagement. 
The key focus of this study was to determine the relationship between Path-Goal Leadership 
Theory and Employee Engagement, with specific reference to the foodservice industry in 
South Africa. 
The study utilised a quantitative methodology, which allowed the researcher to collect 
quantitative data using cross-sectional surveys by means of structured, self-administered 
questionnaires. A minimum sample size of n = 250 was sought and obtained. Descriptive 
statistics, reliability statistics, Exploratory Factor Analysis (EFA), Confirmatory Factor 
Analysis (CFA), Bivariate Correlation Analysis, T-Tests and Variance Analysis were used to 
statistically explore the relationship between Path-Goal Leadership Theory and Employee 
Engagement. 
Literature findings of the study indicated that there is a relationship between Leadership   
and Employee Engagement, as well as between the different Path-Goal Leadership Theory 
Leadership styles (Directive Leadership style, Supportive Leadership style, Participative 
Leadership and Achievement-Oriented Leadership style) and Employee Engagement. The 
empirical results of this study supported that all four Path-Goal Leadership Theory 
Leadership styles do have positive correlations with Employee Engagement, with the 
Participative Leadership style reflecting a significant strong positive relationship on 
Employee Engagement. The Achievement-Oriented Leadership style reflected the weakest 
significant positive relationship with Employee Engagement.  
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CHAPTER 1: INTRODUCTION AND BACKGROUND 
1.1 INTRODUCTION 
Chapter One provides the background and motivation of the study, the key points that the 
researcher focussed on, the main and sub-research questions that were addressed, the 
theoretical, methodological and practical contributions of the study, and a summary of the 
research structure that was utilised in order to address the stated research questions. 
1.2 KEY FOCUS OF THE STUDY 
Some of the main drivers determining business focus and strategies in today’s challenging 
and volatile business markets include increased globalisation and constant economic 
turmoil (Masood, Dani, Burns and Backhouse, 2006, p.941), which are fuelled by intense 
business-to-business competition, more demanding customers and consumers, continuous 
and often dramatic changes in technology, and more demanding shareholders (Topping, 
2002, p.27). It is critical to remain competitive and sustainable, thus organisations must 
focus internally on increasing employee retention, improving employee loyalty and 
increasing productivity, while driving and continuously improving customer satisfaction and 
the organisation’s top and bottom lines. 
Employee Engagement is identified as one of the critical drivers of these focus points, as it 
directly impacts employee commitment and attendance, which in turn positively impacts on 
customer satisfaction, driving sales and thus ultimately increasing the organisation’s 
success (Robinson, Perryman and Hayday, 2004, p.10). Leadership in turn has been 
identified as one of the critical drivers and determinants of Employee Engagement (Hewitt 
Associates LLC, 2005, p.3). 
More specifically pertaining to this study, the relationship between the Path-Goal Leadership 
Theory (which provides a set of assumptions on Directive, Supportive, Participative and 
Achievement-Orientated Leadership styles) and Employee Engagement, will be 
investigated to find empirical support or verification of such relationship. 
1.3 BACKGROUND OF THE STUDY 
The study focusses specifically on the foodservice industry, which according to the United 
States of America’s (USA) Department of Agriculture’s Economic Research Service (2018), 
is defined as all entities and facilities that provide food, such as meals and snacks, for 
immediate consumption on site (thus for consumption away from home) for a profit. The 
includes Full Service Restaurants (FSR), fast food outlets, caterers and cafeterias. 
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In turn, CHD Expert (2018), a research consulting firm that has been collecting, analysing 
and managing foodservice and hospitality data for over 20 years, classifies the foodservice 
industry into five distinct channels: i) social foodservices; ii) commercial foodservices;  
iii) alternative foodservices; iv) automatic vending machines; and v) key account channels.  
Social foodservice channels refer to predominantly onsite canteens in the commercial, 
educational, healthcare, religious and correctional facilities sectors. Commercial foodservice 
channels include: i) Full Service Restaurants (FSR); ii) Limited Service Restaurants (LSR), 
which includes Quick Service Restaurants (QSR), delivery and take-away restaurants, self-
service restaurants, food courts and street vendors; iii) lodging, which includes hotels, 
motels, camp sites, bed and breakfasts (B&B) and resorts; iv) transport foodservice; v) 
concession foodservice; vi) events catering; and vii) adult beverage outlets. Alternative 
foodservice channels cover retail operations, grocery stores, gas stations and mobile 
traders, while key accounts refer to key accounts with large restaurants, hotels and 
foodservice management.  
How do these categories compare to South African foodservice industry categories? The 
researcher was involved in the South African foodservice and beverage industry in 
numerous capacities for more than a decade (from food and beverage manufacturing to 
retail to service to distribution) in non-management, middle management, senior 
management and executive management positions, and views the South African 
foodservice industry as being divided into six (6) distinct categories: i) street 
vendors/stalls/kiosks; ii) 100% home delivery/takeaways; iii) QSR; iv) cafés and bars;  
v) FSR; and vi) commercial foodservice service providers.  
Street vendors, stalls and kiosks refer to all informal food and beverage vendors that are 
found, for example, on street corners, at taxi ranks or outside sporting venues, while 100% 
home delivery/takeaway restaurants refer to foodservice entities that focus only on home 
deliveries and takeaways – thus not having any sit-down options available – such as 
Scooters Pizza and Romans Pizza. QSRs refer to all takeaway and sit-down restaurants 
that sell a combination of food, non-alcoholic beverages and alcoholic beverages (if they are 
licensed to do so), such as McDonalds and KFC. Cafés and bars refer to legally registered 
cafés and bars that sell a combination of food, non-alcoholic beverages and alcoholic 
beverages, and include brands such as Dros and News Café. FSRs refer to all sit down 
restaurants that sell a combination of food, non-alcoholic beverages and alcoholic 
beverages (if licensed), with examples including Spur and Wimpy.  
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Commercial foodservice service providers, meanwhile, refer to all foodservice entities that 
provide commercial foodservices (catering services and formal and informal onsite feeding) 
to commercial entities in industries such as education, healthcare and government, and 
include organisations such as Compass Group SA, Sodexo and Tsebo Catering Solutions. 
In terms of revenues, the global foodservice industry generated an estimated top line 
revenue of $3,628.6bn between 2012 and 2016, representing a compound annual growth 
rate (CAGR) of 4.5% (Businesswire, 2017), while the South African foodservice industry 
generated an estimated top line revenue of R57.25bn ($3,82bn) during the same period 
(Who Owns Who, 2017). 
What does the future hold for this industry? Azoth Analytics, a business research and market 
analysis company, compiled a comprehensive report in 2017 covering all aspects of the 
Global Foodservice Market, which suggested that this industry will display significant growth, 
represented by a compound annual growth rate (CAGR) of 7.01%, due to economic growth 
in developing regions, continued urbanisation and increased dining out expenditure by 
millennials (Azoth, 2017). 
In 2012, the primary organisation in this study, which operates in the foodservice industry 
(and more specifically in the commercial foodservices sub-sector), acquired a leading South 
African support services organisation that provides commercial cleaning and hygiene 
services to the local South African market. The acquisition resulted in the joining of two very 
distinct cultures. As per Figure 1, Cameron and Quinn (2006, p.37) identified four distinct 
organisational cultures, namely Clan, Hierarchy, Market and Adhocracy cultures, which are 
based on a culture’s orientation, which can be internal or external, and focus, which can be 
flexibility or control. 
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Figure 1: Organisational culture types 
 
Source: Cameron and Quinn (2006, p.37) 
Clan cultures are generally characterised as having friendly, highly engaged working 
environments, which resemble a large family led by “father figures” that is held together by 
loyalty and tradition. Hierarchical cultures, meanwhile, are extremely formalised and 
structured with policies and procedures dictating how business is to be conducted. 
Hierarchical leaders tend to be efficient, coordinated and organised, which implies a task-
orientated approach. Market culture organisations can be described as result-oriented 
organisations that are focused on completing work, achieving goals and being competitive 
in the market. Success is defined in the context of market penetration, share and ultimately 
market leadership. Adhocracy cultures in turn are dynamic, entrepreneurial and creative; 
leaders operating in this sphere are innovators and risk takers (Cameron and Quinn, 2006, 
pp.37-47). This can be compared to a Laissez-faire Leadership style which, according to 
Gupta and Van Mart (2016, p.39), is characterised by low levels of leader control, goals and 
performance expectations, and motivational stimulation for followers. Leaders of this style 
view the job more as a crisis intervention to fix subordinates’ failures. 
Amalgamating a Hierarchical culture (the commercial foodservice business unit) and an 
Adhocracy culture (the support services business unit), each with diverse leadership styles, 
contributed to challenges related directly to Employee Engagement in terms of low 
commitment levels, low productivity levels, poor team member morale, poor overall 
performance, and high staff turnover rates.  
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These challenges relating to the relationship between different Leadership styles and 
Employee Engagement were the driving force behind the study, as per the conceptual 
framework and research questions represented in Figure 2. 
Figure 2: Conceptual research framework  
 
1.4 MAIN RESEARCH QUESTION 
Based on the background provided above, the following main research question was 
formulated: To what extent does a leader’s style, as classified under the Path-Goal 
Leadership (LS) Theory, relate to Employee Engagement (EE) within the commercial 
foodservice industry? 
Based on the main research question, the following sub-questions were created: 
RQ1: What is the relationship (correlation) between Directive LS style and EE? 
RQ2: What is the relationship (correlation) between Supportive LS style and EE? 
RQ3: What is the relationship (correlation) between Participative LS style and EE? 
RQ4: What is the relationship (correlation) between Leadership-Orientated LS style and EE? 
1.5 MAIN THEORETICAL STUDY OBJECTIVES 
Based on the main research question, the following theoretical study objectives were set: 
Objective 1: Explore EE and its associated observed variables as a construct. 
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Objective 2: Explore LS and its associated observed variables as a construct. 
Objective 3: Explore the Directive LS style and its associated observed variables as a 
construct, as well as its relationship with EE. 
Objective 4: Explore the Supportive LS style and its associated observed variables as a 
construct, as well as its relationship with EE. 
Objective 5: Explore the Participative LS style and its associated observed variables as a 
construct, as well as its relationship with EE. 
Objective 6: Explore the Achievement-Oriented LS style and its associated observed 
variables as a construct, as well as its relationship with EE. 
1.6 MOTIVATION OF THE STUDY 
Warrick (1981, p.155) stated that there are very few leaders who fully understand the impact 
of their LS style or behaviour on employee performance and job satisfaction, which thus has 
to be studied as a priority in order for organisations to gain and sustain a competitive 
advantage and be competitive in today’s global economy (Macey and Schneider, 2008, 
p.18), as well as to reap benefits such as increased levels of efficiency, customer satisfaction 
and productivity while decreasing staff turnover rates (Buhler, 2006, p.18). 
A great deal has been written about LS, LS theories, models and styles and EE as separate 
constructs over the last century, yet significantly less has been written about the actual 
impact of LS, and more specifically the impact of LS theories, models and styles on EE. This 
could be because LS, which includes a vast number of definitions, theories, models and 
styles, is an extremely broad independent variable to include in a study focussing on its 
impact on EE as the dependent variable. 
There are many definitions and reviews of the LS construct; even Stogdill (1974, p.7) made 
the comment, over four decades ago, that “there are almost as many different definitions of 
LS as there are persons who have attempted to define the concept”. By 2013 more than 14 
million books and articles had been written on LS and management alone (Pretorius, 2013, 
p.10). Cairnway, a leading collective of Servant LS promoters, added to this when he noted 
that by the end of 2015, more than four new LS paperbacks were being published globally 
per day with Amazon, a leading online book seller, which had more than 58,000 books listed 
with the word “leadership” in the title (Cairnway, 2018). 
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Besides the fact that limited research has been conducted on the impact of LS styles on EE, 
the researcher identified three additional research gaps that need to be addressed. 
The first research gap involves the lack of research and literature linking LS and EE in the 
context of emerging economies, as most literature has been written and research conducted 
using a western world context (Markos and Sridevi, 2010, p.94). The second research gap 
is centred around the fact that most of the current available research and literature focuses 
predominantly on more recent LS theories, models and styles (Othman, Hamzah, Abas and 
Zahuan, 2017, p.108) such as Transformational LS (Breevaart, Bakker, Hetland, Demerouti, 
Olsen and Espevik, 2014; Zhu, Avolio and Walumbwa, 2009; Gozukara and Simsek, 2015; 
Lan and Chong, 2014), Authentic LS (Giallonardo, Wong and Iwasiw, 2010; Wong and 
Lashinger, 2012), LS Position and ‘Team-Supportive’ LS (Xu and Cooper, 2011), Servant 
LS (Carter and Baghurst, 2013) and Charismatic LS (Babcock-Roberson and Strickland, 
2010). Cheema, Akram and Javed (2015) added to the list of more recent LS styles and EE 
by focusing on the impact of Visionary LS on EE. The third identified research gap is centred 
around the comment that Hoyle (2006, p.1) made in terms of literature revealing little 
empirical research about why some LS styles are successful in certain situations while failing 
dismally in others. 
It is thus critical that the impact of LS, and especially the impact of LS associated theories, 
models and styles on EE in an emerging economy context, be further researched, as all 
these constructs may positively impact on the financial and non-financial aspects of the 
organisation, its employees and its clients. 
1.7 PROPOSED CONTRIBUTION OF THE STUDY 
1.7.1 Theoretical contribution 
This research study will contribute to the current body of knowledge and increase the 
understanding on the impact of Path-Goal LS Theory LS styles (Directive LS style; 
Supportive LS style; Participative LS style; and Achievement-Orientated LS style) on EE, 
with specific references to the commercial foodservice industry. 
1.7.2 Methodological contribution 
A quantitative research approach was followed using tried and tested methods, thus no new 
contributions will be made. 
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1.7.3 Practical contributions 
The outcome of this study will shed light on the relationship between leader behaviour and 
EE in the commercial foodservice industry. 
1.8 SUMMARY 
Chapter One endeavoured to present a broad but concise overview of the study and 
discussed the relevant constructs, factors and processes to be explored. The forthcoming 
chapters are described below: 
• Chapter Two focuses on the literature review pertaining to the main theoretical 
objectives set out in chapter one. EE and LS as constructs will reviewed, followed by 
a review of the relationship between LS and EE. 
• Chapter Three focussed on the research methodology pertaining to this research 
study. The chapter focuses on the researcher’s ontological and epistemological 
position, as well as the study’s research design, approach and method; the 
measuring instrument; data collection and management; the statistical methods used 
for testing the said hypotheses; and ethical considerations as they pertain to this 
study. 
• Chapter Four focuses on the results of the quantitative research conducted. 
Descriptive statistics, reliability statistics, Exploratory Factor Analysis (EFA), 
Confirmatory Factor Analysis (CFA), Bivariate Correlation Analysis, T-Tests and 
Variance Analysis were used to explore the relationship between Path-Goal LS 
theory and EE. 
• Chapter Five focusses on the main literature findings pertaining to this research 
study, outlines the contributions (theoretical, practical and methodological) of this 
study, describes the applicable research limitations, and highlights potential areas for 
future studies. 
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CHAPTER 2: LITERATURE REVIEW 
2.1 INTRODUCTION 
Chapter Two explores the current literature pertaining to the main theoretical objectives set 
out in Chapter One. This chapter will first explore EE and its associated observed variables 
as a construct, with an overview of the Utrecht Work Engagement Scale (UWES). 
Thereafter, LS and LS theories will be unpacked with an overview of the Path-Goal LS 
Theory in terms of LS styles, drivers and components. Following this, the relationships 
between the different Path-Goal LS Theory LS styles (Directive LS style; Supportive LS 
style; Participative LS style; and Achievement-Orientated LS style) and EE will be discussed. 
Finally, hypothesis will be set for testing and reporting on. 
2.2 EMPLOYEE ENGAGEMENT 
2.2.1 Employee Engagement Introduction 
Prior to 1990, engagement related research focused on occupational burnout (Maslach, 
Schaufeli and Leiter, 2001, pp.399-400), with the most well-known measuring tool being the 
Maslach Burnout General Survey (MBI-GS) based on the original Maslach Burnout 
Inventory (MBI), which was developed by Maslach and Jackson (1981) for use in human 
services occupations. It contained 22 questions measuring 3 dimensions of occupation 
burnout, namely: i) emotional exhaustion; ii) depersonalisation (or cynicism); and iii) lack of 
personal accomplishment (or efficacy). Maslach et al. (2001, pp.402-403) described 
exhaustion as the individual’s experience of being overloaded, depersonalisation (or 
cynicism) as being negative and detached from the task or job at hand, and personal or 
professional accomplishment (or inefficacy) as the feeling of incompetence or inability to 
achieve results. 
From the early 1990s, Work Engagement (or EE) received significant attention and emerged 
as a separate construct and potential antecedent to burnout (Petrovi, Millica and Cizmic, 
2017, p.1). Kahn (1990) was the first to formally label and develop the concept, focusing on 
two critical components, namely attention and level of absorption in a role. This new 
construct was initially assessed using MBI and Kahn’s initial research. MBI was utilised 
using opposite score patterns on the three dimensions, thus viewing engagement and 
burnout as opposite poles on one continuum and introducing three dimensions opposing the 
MBI burnout dimensions (Maslach and Leiter, 1997, pp.22-73): i) energy as an opposite to 
exhaustion; ii) involvement as an opposite to cynicism; and iii) efficacy as an opposite to 
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lack of efficacy. The output of the measurement was thus limited to two extreme opposites 
categorising employees as either engaged or disengaged (Kahn, 1990, p.694).  
Kahn’s (1990, p.703) initial research found that engagement or disengagement could be 
determined based on the answers to three questions: i) Is there a return on investment in 
terms of physical, cognitive or emotional energy if I engage in this role?; ii) Is it safe for me 
to engage in this role?; and iii) To what degree am I available to engage in this role? The 
first question refers to psychological meaningfulness or the perceived meaning received in 
return for physical, cognitive or emotional energy exerted when performing a task, and is 
influenced by task characteristics, role characteristics and work interactions (Kahn, 1990, 
pp.703-708). The second question refers to psychological safety, which refers to an 
individual’s ability to perform a task without fear of negatively impacting one’s self-image, 
status or career, and is influenced by interpersonal relationships, group and inter-group 
dynamics, management styles and organisational norms (Kahn, 1990, pp. 708-713). The 
third question refers to psychological availability, which measures readiness to engage. This 
was defined by Kahn as a “sense of having the physical, emotional or psychological 
resources to personally engage at a particular moment” and is influenced by physical and 
emotional energy (Kahn, 1990, pp.714-717). 
During the mid-1990s, Gallup (2018), a global research company with more than 80 years 
of experience in research pertaining to employee attitudes and behaviours, developed a 
more comprehensive EE Scale (Gallup Workplace Audit (GWA)), which measures 12 
elements of EE and categorises employees into 3 distinct categories – engaged, not 
engaged and actively disengaged. 
Demerouti, Bakker, Nachreiner and Schaufeli (2001, p.501) developed the Job Demand-
Resources (JD-R) model, which included job demands and available job resources as 
factors impacting on EE. Job demands include factors such as physical demands, time 
pressure and shift work (which are associated with exhaustion), whereas job resources 
include factors such as performance feedback, job control, participation in decision making 
and social support (which are associated with disengagement).  
In 2002, Schaufeli, Salanova, Gonzalez-Roma and Bakker, building on the principles and 
dimensions of MBI (but clearly dividing burnout and engagement as two separate 
constructs), developed the Utrecht Work Engagement Scale (UWES) with three opposing 
dimensions (Schaufeli et al., 2002, p.74): i) Vigour as an opposite to exhaustion; ii) 
Dedication as an opposite to cynicism; and iii) Absorption as an opposite to lack of efficacy.  
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The Utrecht Work Engagement Scale (UWES), which was utilised to measure EE as the 
dependent variable in this research study, will be discussed in more detail. 
Schaufeli and Bakker (2003, p.4) reiterated that separate instruments should be used to 
measure burnout and engagement, arguing that it is impossible to study the relationship 
between these two constructs empirically because using a single instrument that views 
burnout and engagement as two opposite poles on the same questionnaire essentially has 
two flaws: i) it assumes that the two concepts are perfectly negatively correlated which is 
not necessarily the case – for example if an employee is not burned out it does not mean 
he/she is engaged and vice versa; and ii) it potentially impacts on the validity of the study 
as the relationship between both constructs cannot be empirically studied as both concepts 
cannot be included simultaneously in one model. 
Catteeuw, Flynn and Vonderhorst (2007, p.152) conducted research pertaining to EE at 
Johnson and Johson (J&J), leading them to define EE as “the degree to which employees 
are satisfied with their jobs, feel valued, and experience collaboration and trust”. EE can 
also be described as the identification with, or commitment to, the job, manager, colleagues, 
organisation or goals, which goes beyond job satisfaction and is something that the 
employee has to offer voluntarily (CIPD, 2007; Gibbons, 2006, p.5; Kreitner and Kinicki, 
2010, p.170; Kruse, 2012; Shuck and Reio, 2014, p.47; Porter, Steers, Mowday and Boulain, 
1974, p.604; Council, 2004, p.42), or a positive attitude held by employees towards the 
organisation and its values that drives performance and inherently benefits the organisation 
(Robinson, Perryman and Hayday, 2004,. P.9; Crim and Seijts, 2006, p.2). 
EE can be viewed (Schaufeli et al., 2002, p.74) as a state of mind that is characterised by 
Vigour, Dedication and Absorption, when employees offer more of their capability and 
potential (MacLeod, 2018, para.4) on a social level (communication between colleagues 
about work-related improvements and changes), intellectual level (use of intellect to improve 
work-related skills), and emotional level (emotional connectedness with work and work 
culture) (Jha and Kumar, 2016, p.22). Robinson et al. (2004, p.ix) went on to surmise that 
engaged employees are individuals who: i) believes in the organisation ii) have a desire to 
work to make things better; iii) understand the business context and the “bigger picture”; iv) 
are respectful of their colleagues; v) are helpful to colleagues; vi) are always willing to “go 
the extra mile”; and vii) keep up to date with new developments in the field. Engaged 
employees thus work for more than a pay check, bonus or their next promotion (Kruse, 
2012). 
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In 2008, Macey and Schneider (pp.5-6) expanded on these definitions by constructing a 
conceptual framework for understanding EE. They divided the construct into three distinct 
engagement types – trait engagement, or traits that naturally lend themselves to a positive 
view of life and work; state engagement, or feelings of energy and absorption relating to 
satisfaction, involvement, commitment and empowerment; and behavioural engagement, 
which relates to discretionary efforts or extra-role behaviour. 
2.2.2 The main drivers of EE 
Robinson et al. (2004, pp.xi-xii) identified the sense of feeling involved and being valued as 
the primary driver of EE, which they argued includes critical aspects such as a quality 
management team; two-way communication; effective co-operation; a strong commitment 
to employee well-being; and clear, accessible policies and practices. 
In turn, Towerswatson (2012, p.5), a leading global professional people, risk and financial 
services company, conducted a global workforce study in which they identified five drivers 
(in the form of five questions) of EE as LS, stress, goals and objectives, supervisors and 
organisation’s image. Is LS effectively growing the business, building trust and confidence, 
behaving in accordance with the organisation’s values and exhibiting a sincere interest in 
employee wellbeing? Is there a balance between one’s personal life, work life, workload and 
stress? Do employees understand the business goals and how they contribute to achieving 
those goals? Do supervisors build trust and confidence, treat employees with respect, coach 
and develop employees, and assign tasks according to skills? Does the organisation act 
with integrity and is it highly regarded by the public? 
2.2.3 Employee Engagement levels and categories 
EE was historically measured on a scale with two extremes, namely engaged and 
disengaged employees (Kahn, 1990, p.694) before Towerswatson (2012) added 
unsupported employees as a possible third category. In 2018 the Gallup Workplace Audit 
(GWA) consolidated the measurement into three distinct categories – engaged, not engaged 
and actively disengaged (Gallup, 2018). 
Engaged employees actively engage and express themselves in their roles, add value as 
they are committed, enthusiastic, cooperative, performance-focused, help to build the team 
and organisation and are connected and passionate about innovation and moving the 
organisation forward (Kahn, 1990, p.694; Gallup, 2018). Not engage employees contribute 
the bare minimum required of them but do not damage the team and/or organisation (Gallup, 
2018). Actively disengaged employees, meanwhile, withdraw and defend themselves in 
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their roles (Kahn, 1990, p.694). They actively damage the team and/or company as they 
generally have higher absentee rates, are difficult to manage, and tend to monopolise 
management’s time and contribute to unnecessary on-the-job accidents and incidents 
(Gallup, 2018). Unsupported employees, in turn, refers to employees who are traditionally 
engaged, but lack enablement from an organisational support, resources and/or tools 
perspective (Towerswatson, 2012, p.5). 
2.2.4 Engaged and disengaged employees – outcomes and impact 
Engaged employees tend to remain with the company longer and continually strive to find 
more effective ways to add value to the organisation (Catteeuw et al., 2007, p.152). 
Robertson-Smit and Markwick (2009, pp.16-20) divided positive EE outcomes between 
organisational and employee outcomes, where organisational outcomes can be listed as: i) 
improved customer loyalty; ii) employee productivity; iii) employee advocacy of the 
organisation; iv) manager self-efficacy; v) organisational performance; vi) bottom-line profit; 
and vii) successful organisation change. Employee outcomes, in turn, can be listed as: i) 
improved: i) clarification of expectations; and ii) health and wellbeing. Other positive 
outcomes include improved customer satisfaction (which combined with increased customer 
loyalty drives sales or the top line) and increased job satisfaction, resulting in the company 
benefitting from increased organisational citizenship behaviour and lower absenteeism and 
employee turnover rates (Catteeuw et al., 2007, p.152; Harter, Schmidt and Hayes, 2002, 
p.269; Macey and Schneider, 2008, p.3; McShane and Von Glinow, 2010, p.143; Baruch-
Feldman, Brondolo, Ben-Dayan and Schwartz, 2002, p.86; Robinson et al., 2004, p.30; 
Buhler, 2006, p.18). 
The negative outcomes pertaining to disengaged employees include customer 
dissatisfaction (which impacts the top line); poor individual performance or output impacting 
on the overall performance of the team, department or organisation; disruptive and 
undermining behaviour negatively impacting on the engagement and performance levels of 
engaged co-workers; increased costs due to inefficient operations (having to add more 
resources and people to compensate for inefficiencies); and increased recruiting 
requirements (Crim and Seijts, 2006, p.2; Johnson, 2015, p.1; McShane and Von Glinow, 
2010, p.144; Mester, Visser, Roodt and Kellerman, 2003, p.74; Schaufeli and Bakker, 2004, 
p.294). 
The Utrecht Work Engagement Scale (UWES), was utilised to measure EE and will be 
discussed in more detail in the following section. 
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2.2.5 Utrecht Work Engagement Scale (UWES) 
The Utrecht Work Engagement Scale (UWES) (Schaufeli et al., 2002) is based on the 
principles and dimensions of the Maslach Burnout Inventory (MBI), which was developed by 
Maslach and Jackson (1981). 
UWES was originally developed as a 24-item scale but 7 non-functional items were removed 
after psychometric evaluations, resulting in the UWES-17 scale consisting of the subscales 
Vigour (six items), Dedication (five items) and Absorption (six items) (Schaufeli et al., 2002, 
p.77; Schaufeli and Bakker, 2003, pp.6-7). In 2006, using data collected from research 
studies in 10 different countries (N = 14,521 respondents), additional work was done to 
reduce UWES-17 even further to the shortened UWES-9, as researchers continually strive 
to make their instruments as easy and time efficient as possible to complete (Schaufeli, 
Bakker and Salanova, 2006, pp.701-702). By 2010 the UWES-17 and UWES-9 scales were 
available in 19 languages and linked to an international database containing records of more 
than 30,000 respondents (Schaufeli and Bakker, 2010, p.16). 
Vigour refers to strength, energy or enthusiasm (The Cambridge Dictionary Online, 2018) 
and can be viewed as an individual’s level of energy, resilience, perseverance, persistence 
and a willingness to invest time and energy (Schaufeli et al., 2002, p.74; Schaufeli et al., 
2003, p.5). Vigour is measured by the following six items on the UWES questionnaire: 
1. At my work, I feel bursting with energy. 
2. At my job, I feel strong and vigorous. 
3. When I get up in the morning, I feel like going to work. 
4. I can continue working for very long periods at a time. 
5. At my job, I am very resilient, mentally. 
6. At my work I always persevere, even when things do not go well. 
Dedication can be viewed as a willingness to give (The Cambridge Dictionary Online, 2018) 
and a sense of meaningfulness based on feelings of pride, enthusiasm and inspiration 
(Schaufeli et al., 2002, p.74; Schaufeli et al., 2003, p.5). Dedication is measured by the 
following five items on the UWES questionnaire: 
1. I find the work that I do full of meaning and purpose. 
2. I am enthusiastic about my job. 
3. My job inspires me. 
4. I am proud of the work that I do. 
5. To me, my job is challenging. 
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Absorption in turn refers to an interest in something (The Cambridge Dictionary Online, 
2018) and relates to an individual’s level of attachment to, and immersion in, work (Schaufeli 
et al., 2002, p.74; Schaufeli et al., 2003, p.5). Absorption is measured by the following six 
items on the UWES questionnaire: 
1. Time flies when I'm working. 
2. When I am working, I forget everything else around me. 
3. I feel happy when I am working intensely. 
4. I am immersed in my work. 
5. I get carried away when I’m working. 
6. It is difficult to detach myself from my job. 
For the purpose of this study, EE was operationalised as the degree to which employees 
feel valued; identify with, are committed to and are satisfied with their jobs; and are willing 
to go above and beyond what is required from them, which goes beyond earning a pay 
check or bonus or getting a promotion. It can also be viewed as a state of mind characterised 
by Vigour, Dedication and Absorption which form the core measurements for UWES which 
was used in this research study to measure EE as the dependent variable. 
Hereby literature objective one, namely to explore EE and its associated observed variables 
as a construct has been achieved. Based on the above, the following hypothesis was 
formulated: 
H1: EE can validly and reliably be measured as a construct. 
2.3 LEADERSHIP 
2.3.1 Leadership Introduction 
Chemers (1997, p.1) attempted to develop a single comprehensive definition to resolve the 
discrepancy between all the LS definitions by describing LS as “a process of social influence 
in which one person is able to enlist the aid and support of others in the accomplishment of 
common task”. 
Three main constructs are covered in LS related definitions and literature, namely: i) leader, 
or in essence the person performing the function; ii) leading, or in essence the act or verb; 
and iii) leadership (LS), or in essence the function.  
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The first construct, the leader, refers to any individual who commands or is in control of a 
situation, group or country (The Cambridge Advanced Learner’s Dictionary, 2014a, p.879; 
The Concise Oxford English Dictionary, 2004a, p.809). 
Leading, the second construct, refers to the actual act of guiding, directing, controlling or 
causing somebody to do something (The Webster’s New Explorer Dictionary, 1999a, p.296; 
The Cambridge Advanced Learner’s Dictionary, 2014b, p.878; The Concise Oxford English 
Dictionary, 2004b, p.809). 
The third and last construct, leadership (LS), refers to the position of a leader or the actual 
act of leading (The Merriam-Webster Dictionary Online, 2018a; The Oxford Dictionary 
Online, 2018a), and can make a positive difference in the lives of people and the functioning 
of groups (Achua and Lussier, 2013, p.3). It is critical to the success of an organisation in 
today’s challenging business environment (Ghorbanian, Bahadori and Nejati, 2012, p.1).  
The Business Dictionary Online (2018) divides the activity of LS into four distinct actions, 
namely the establishment of a clear vision; the act of sharing that vision with others; 
provision of the information, knowledge and methods required to realise that vision; and the 
coordinating and balancing of conflicting interests of all applicable stakeholders. LS also 
includes the ability of a leader to gain commitment, influence, inspire, motivate and enable 
others; measure and improve progress; and uphold group unity and individual effectiveness 
(Conger, 1992, p.18; House, Javidan, Hanges and Dorfman, 2002, p.5; Scouller, 2011, 
p.24). Daft (2005, p.4) and Achua and Lussier (2013, p.6) added to the notion, arguing that 
LS needs to be viewed as the influencing of relationships, where changes and outcomes 
reflect shared purposes and involve key constructs such as leaders, followers, influence, 
intention, personal responsibility and integrity, change and shared purpose or objectives. 
Johnson (2015, p.xix) built on these definitions by dividing critical LS activities into five core 
functions i) establishing direction; ii) organising; iii) coordination of activities and resources; 
iv) motivating team members; and v) managing conflict. Northouse (2016, p.6), meanwhile, 
stated that LS is a construct and postulated that all LS definitions have four common themes: 
LS as a process; LS involves influence; LS occurs in groups; and LS involves common 
goals. Northouse used a combination of these four themes to define LS as “a process 
whereby an individual influence a group of individuals to achieve a common goal”. 
True leaders, and thus LS, can be found at all levels within the organisation (McShane and 
Von Glinow, 2010, p.360), and is practised and experienced on three levels (Scouller, 2011, 
pp.37-58): the public (referring to the actions that leaders take in a group), the private 
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(referring to the actions that leaders take in dealing one-on-one with an individual), and the 
personal (referring to the leader’s own level of psychological, moral and technical maturity 
containing critical elements relating to technical skills, attitude towards others and self-
mastery) LS level. 
What is the new reality of LS? Over the past decade there has been a complete LS paradigm 
shift from a “state of constant stability” to a “state of constant change and crisis 
management”, as illustrated in Figure 3 below (Daft, 2005, p.7): 
Figure 3: Daft’s Leadership Paradigm Shift  
 
Source: Adapted from Daft (2005, p.7) 
A closer analysis of Daft’s (2005) LS paradigm illustrates that historically, leaders operated 
in a relatively stable business environment, which meant that they could centrally control all 
aspects of the business and associated decision making. They tended to be self-centred 
and always wanted to be the hero, resulting in a state of constant competition with 
colleagues and followers. As previously stated, leaders currently operate in a much more 
challenging and volatile business market, which tends to be in a constant state of change 
crisis management drawing strength from diversity as it provides more options and 
opportunities, as well as collaboration with colleagues and followers. Leaders also no longer 
have to always be the hero and they believe they have a higher ethical purpose than just 
themselves. 
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Gupta and Van Wart (2016, pp.330-351) consolidated effective leader skills into two 
categories, i.e. organisation orientated skills and people orientated skills.  
Organisation orientated skills include goal-setting skills (a leader’s ability to select, clarify 
and prioritise goals), responsibility skills (a leader’s ability to take on roles and positions that 
require greater authority and broader decision-making duties), continual learning skills (a 
leader taking responsibility for continuously acquiring new information or finding new ways 
to better utilise old information), and technical skills (a leader having the basic professional 
and organisational knowledge and practice required for a specific area of work).  
People orientated skills include inter-cultural skills (a leader’s ability to interact with people 
from diverse cultural and global communities), communication skills (a leader’s ability to 
effectively exchange information through active and passive means), social skills (a leader’s 
ability to interact effectively in social settings) and influencing skills (a leader’s ability to use 
of sources of power to affect behaviour). 
Effective leader behaviours are divided into three categories, namely organisation orientated 
behaviours, people orientated behaviours and task-orientated behaviours (Gupta and Van 
Wart, 2016, pp.365-384).  
Organisation orientated behaviours include decision-making behaviours (making major 
organisational choices by understanding the fundamental values and factors involved and 
structuring an appropriate decision framework), managing organisational change 
behaviours (managing large scale change in direction, structure, major processes or the 
culture of the organisation), networking behaviours (development of useful contacts outside 
the leader’s direct superior/subordinate chain of command), and partnering behaviours 
(development of working relationships that are voluntary but substantive outside the 
organisation or within the organisation but outside the normal chain of command).  
People orientated skills include staff developing behaviours (improving subordinates’ 
effectiveness in their current positions and preparing them for their next position or step, 
staff motivating behaviours (enhancing the inner drives and positive intentions of 
subordinates to perform well through positive incentives, disincentives or inspiration, team 
building behaviours (enhancing identification with work, cooperation between members and 
the spirit and loyalty of both work groups and teams), and team managing behaviours 
(creating and supporting the “true” teams in addition to traditional work units).  
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Task orientated skills include problem-solving behaviours (identification, analysis and 
handling of work-related problems) and global citizenship behaviours (focus on an 
inclusionary principle of equality and universal privileges and duties that are non-
discriminatory). 
2.3.2 Differences between Leadership and Management 
Scouller (2011, p.25) stated that there is a significant difference between management and 
LS but argued that the two constructs are not separate but rather complementary. Davis and 
Newstrom (1985, p.158) also viewed LS as a part of management, with LS being concerned 
with “what needs to be achieved” from a vision perspective, and management being 
concerned with “how it will be achieved” from a planning, organising and activity perspective. 
Gallos (2008, p.6) and Bratton, Grint and Nelson (2005, p.7) added to this view, indicating 
that management is all about planning, organising, commanding, coordinating and 
controlling (plans and budgets, organising of resources, and controlling with the purpose of 
producing a degree of predictability), while LS, and more specifically LS behaviour, deals 
with providing direction, aligning people, and motivating and inspiring with the purpose of 
producing change in performance, people, processes and/or systems. 
Scouller (2011, p.26) in turn added that management is about stability and tends to be more 
administrative and tactically (short-term) focused to get things done, while LS is about 
change, inspiration, setting purpose and direction, and unity, which is more inspirational and 
strategic (long-term) focused. Daft (2005, p.15) explored the difference between 
management and LS in terms of five aspects (direction, alignment, relationships, personal 
qualities and outcomes), which are covered in Table 1. 
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Table 1: Comparison between Management and Leadership 
Aspect Management Leadership 
Direction Focused on planning, budgeting and 
the bottom line.  
Focused on the vision, strategy and 
the future. 
Alignment Creates boundaries focusing on 
organizing, staffing, directing and 
controlling. 
Reduces boundaries focusing on 
people development and creating a 
shared culture and values. 
Relationships Acts as a “boss” and is focused on 
objects (producing/selling goods and 
services). 
Acts as a coach, facilitator and/or 
servant and is focused on people. 
Personal 
qualities 
Heart Emotionally distanced. Emotionally connected. 
Mindfulness Expert minded. Open minded. 
Communication Talks. Listens. 
Courage Advocates conformity. Advocates non-conformity. 
Character Has insight into the organisation. Has insight into self. 
Outcomes Tries to maintain stability and creates 
a culture of efficiency. 
Creates change and a culture of 
integrity. 
Source: Daft (2005, p.15) 
It can thus be surmised that management is short-term, tactically focused and all about 
creating stability, planning, organising, commanding, coordinating and controlling, while LS 
is long-term, strategically focused, and all about generating change and providing direction, 
alignment, motivation and inspiration. 
2.3.3 Leadership theories, models, styles and paradigms overview 
Achua and Lussier (2013, p.19) indicated that LS theories refer to all theories that attempt 
to explain aspects of LS with the purpose of better understanding, predicting and controlling 
successful LS while LS models refer to all available LS tools that can be used depending on 
the situation (Achua and Lussier, 2013, p.107). In turn LS styles do not refer to LS style 
philosophies or models, but specifically refer to the way that leaders interact with followers 
utilising a combination of traits, attitudes, skills and behaviours (Achua and Lussier, 2013, 
p.67), or more specifically the LS behaviour pattern that characterises a leader (Williams, 
1978, p.217). 
Achua and Lussier (2013, p.19) defined the LS paradigm as a “shared mindset representing 
a fundamental way of thinking about, perceiving, studying, researching and understanding 
leadership”. Amos and Ristow (1999, p.28) and Achua and Lussier (2013, p.19) divided LS 
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styles into four main paradigms: i) the Trait LS theory paradigm, with theories that attempt 
to explain the distinctive characteristics, traits and/or qualities of effective LS;  
ii) the Behavioural LS theory paradigm, with theories that attempt to explain the distinctive 
styles used by effective leaders; iii) the Contingency LS theory paradigm, with theories that 
attempt to explain the appropriate LS style based on the relationship between the leader, 
the follower(s) and the situation; and iv) the Integrative LS theory paradigm, with theories 
that attempt to explain successful influencing leader-follower relationships by combining 
trait, behavioural and contingency theories.  
Amos and Ristow (1999, p.28) and Achua and Lussier (2013, p.19) expanded the 
classification and divided the main LS models and styles under the four paradigms (Trait, 
Behavioural, Contingency and Integrative), with the Trait LS paradigm including the works 
of Stogdill (1948), Mann (1959), Stogdill (1974), Lord, De Vader and Allinger (1986), and 
Kirkpatrick and Locke (1991). The Behavioural LS paradigm covers McGregor’s Theory 
(McGregor, 1960), the University of Iowa Leadership Model (Lewin, Lippitt and White, 1939), 
the Ohio State Model (Fleishman, 1953), The University of Michigan Model (Likert, 1961) 
and the Managerial Grid (Blake and Mouton, 1964). The Contingency LS paradigm in turn 
includes Fiedler’s Contingency Model (Fiedler, 1951), Hersey and Blanchard’s Situational 
Leadership Model (Hersey and Blanchard, 1969), House’s Path-Goal Theory and Model of 
Leader Effectiveness (House, 1971), and the Leader-Member Exchange Theory 
(Dansereau, Graen and Haga, 1975).  
Gupta and Van Wart (2016, p.10) expanded on the four LS style paradigms by dividing the 
most prevalent LS theories, styles and research streams into six main eras: i) Great Man LS 
theories and research (before 1900); ii) Trait LS theories and research (between 1900 and 
1948); iii) Contingency LS theories and research (1948 to 1980s); iv) Servant LS theories 
and research (1977 to present); v) Transformational LS theories and research (1978 to 
present), and vi) Multifaceted Approach LS theories and research (1990s to present). The 
Trait, Contingency and Multifaceted LS theories and research tie in with the paradigms 
discussed in the previous section (Trait, Contingency and Integrative LS theory paradigms), 
with the Great Man LS theories and research focussing on the emergence of “great” figures 
and the effect they had on society. Servant LS theories and research are influenced by social 
sensitivity and place an emphasis on ethical responsibilities amongst all stakeholders, which 
include followers, stakeholders and society. Transformational LS theories and research in 
turn focus on leaders who can create significant transformation in structures, processes or 
overall culture. 
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This researcher focussed on the Contingency LS theory paradigm, which will be discussed 
in more detail in the following section. 
2.3.4 Contingency Leadership Paradigm 
Contingency refers to situations of uncertainty (or the absence of certainty), something 
depending on something else, something being unknown, or something being unpredictable 
(Achua and Lussier., 2010, p.107; Daft, 2005, p.64; The Oxford Dictionary Online, 2018b). 
The Contingency LS theory paradigm focuses on LS theories that attempt to explain what 
the appropriate LS style will be based on the relationship between the leader, the follower(s) 
and the situation (Daft, 2005, p.64). The five most commonly known theories that form part 
of the Contingency LS theory paradigm are Fiedler’s Contingency LS Theory and Model; 
Tannenbaum and Schmidt’s LS Continuum Theory and Model; Vroom’s Normative LS 
Theory and Model; Hersey and Blanchard’s Situational Theory; and House’s Path-Goal 
Theory and Model of Leader Effectiveness (Achua and Lussier, 2010, pp. 105-126; Amos 
and Ristow, 1999, p.28; Daft, 2005, pp.66-79). 
The Contingency LS Theory and Model (Achua and Lussier, 2010, p.109) was developed 
by Fred Fiedler in 1951, and is used to determine whether a person’s LS style is task or 
relationship orientated and whether the situation (referring to the leader-member 
relationship), the task structure and the position power match the LS style to maximise 
performance. The Contingency LS Theory and Model was essentially designed to diagnose 
whether a leader is task or relationship orientated, and then match the LS style accordingly 
(Daft, 2005, p.66). The LS Continuum Theory and Model (Achua and Lussier, 2010, p.114) 
was developed by Robert Tannenbaum and Warren Schmidt in the 1950s and identifies 
seven distinct LS styles that can be employed, based on the use of a boss centred versus 
subordinate-centred LS style, to match the situation (boss, subordinate and situation/time) 
to maximise performance. 
The Normative LS Theory and Model (Achua and Lussier, 2010, pp.121-122) was developed 
by Victor Vroom in 2000 and builds on Tannenbaum and Schmidt’s LS Continuum Theory 
and Model variables, but has an added time and development driven decision component 
that guides which one of the model’s five leadership styles is most appropriate for the 
situation to maximise decisions. The five LS styles included in this model are decide, consult 
individually, consult group, facilitate and delegate. The appropriate LS style is determined 
by seven questions that cover the significance of the decision, the importance of 
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commitment, the leader experience, likelihood of commitment, group support for objectives, 
group expertise and team competence.  
Hersey and Blanchard’s Situational Theory is an extension of the LS Grid and focuses on 
the characteristics of followers and situations as the main determinants of effective leader 
behaviour (Daft, 2005, p.71). The Path-Goal Theory and Model of Leader Effectiveness 
(Achua and Lussier, 2010, p.116) was initially developed by Robert House based on a 
version of MG Evans’ theory, which was developed in 1971 and built on the LS Continuum 
Theory and Model variables to determine the most appropriate LS style (Directive LS style; 
Supportive LS style; Participative LS style; and Achievement-Oriented LS style) for the 
situation (subordinate/environment) to maximise both performance and job satisfaction. 
The Path-Goal LS Theory and Model of Leader Effectiveness, which was utilised to measure 
LS behaviour and style as the independent variable in this research study, is discussed next. 
2.3.5 House’s Path-Goal Theory and Model of Leader Effectiveness 
House’s Path-Goal Theory and Model of Leader Effectiveness (1971), also referred to as 
the Path-Goal LS Theory in short, is based on the path-goal relationship concept that was 
first introduced by Evans (1970), which was based on the original motivation principles of 
Vroom's (1964) Expectancy Theory. 
Vroom’s (1964) Expectancy theory states that an individual will act in a certain way based 
on the expectation that an act will lead to a specific desirable or attractive outcome. This 
cognitive process evaluates the motivational force (MF) of the different behavioural options 
based on the individual’s own perception of the probability of attaining his desired outcome, 
and can be summarised as follow (Vroom, 1964, pp.19-22): 
 MF (Motivational Force) = Expectancy (E) X Instrumentality (I) X Σ (Valence(s)) 
Expectancy (E) refers to the “effort-performance” relationship, or the perception that effort 
put in will result in the attainment of the required performance. Instrumentality (I) in turn 
refers to the “performance-reward” relationship, which evaluates the probability that 
achieving the required performance level will result in the attainment of the reward. Valance 
(V) refers to the value that the individual associates with the specific outcome or reward. 
The Expectancy Theory thus suggests that an employee will be motivated if they believe in 
their ability to perform their assigned work-related tasks, believe that their work-related 
efforts will lead to appropriate outcomes, and believe that these work-related outcomes will 
be meaningful. 
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In 1970, Evans, building on the motivation principles of Vroom’s Expectancy Theory, first 
introduced the path-goal relationship concept with an added emphasis on the connection 
between the leader’s behaviour and followers’ beliefs (Goethals, Sorenson and Burns, 2004, 
p.1165). Evans (1970, p.279) defined path-goal instrumentality as “the individual’s 
perception of how his action or behaviour (path) may be related to the individual’s 
idiosyncratic outcomes or goals” and the “the extent to which the path is seen as helping or 
hindering the individual in attaining his goals”. The model contains three components 
(motivation to engage in specific behaviour; path frequency; and degree of goal attainment) 
that is used to predict the individual’s motivation to engage in specific behaviour (Evans, 
1970, p.279). 
In 1971, House developed Evans’ theory into the Path-Goal Theory and Model of Leader 
Effectiveness and included the role that contingencies play in Evans’ model (House, 1971, 
pp.322-324). House and Mitchell refined this in 1974 by introducing the measurement of 
leader behaviour, stating that there is a path that subordinates must follow to achieve the 
goal(s) and that the leader needs to motivate the subordinates to achieve the goal(s).  
The Path-Goal Leadership Theory and Model of Leadership Effectiveness essentially 
assesses the applicable situational factors (subordinates and environment) to determine the 
relevant LS style or behaviour (Directive LS style; Supportive LS style; Participative LS style; 
and Achievement-Orientated LS style) to achieve the required performance and job 
satisfaction (House and Mitchell, 1974, p.84; House and Mitchell, 1975, p.3; Achua and 
Lussier, 2010, p.117); Northouse, 2016, p.116). It is thus ultimately the leader’s 
responsibility to align his workers’ and organisation’s goals and ensure that the 
subordinates’ path to goal attainment is clear (Gupta and Van Wart, 2016, p.80). The key 
drivers of subordinates are authoritarianism (degree to which employees are instructed); 
locus of control (degree to which employees believe they control goal achievement); and 
ability (ability to perform tasks to achieve goals). In turn, the key drivers of the environment 
are task structure (extent of repetitiveness of the job); formal authority (extent of the leader’s 
position power); and work group (relationship between subordinates and the extent to which 
they contribute to job satisfaction).  
Figure 4 summarises the Path-Goal LS Theory’s styles, drivers, components and 
relationships (House and Mitchell, 1975, p.9).  
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Figure 4: Path-Goal LS Theory components and relationships 
 
Source: House and Mitchell (1975, p.9) 
Yet these theories are only focussed on the individual relationship between a leader and a 
follower, so House and Mitchell updated the Path-Goal Theory and Model of Leader 
Effectiveness in 1996 to include the impact of leader behaviour on work-unit performance, 
as a leader can enhance the performance of an entire work group (House, 1996, p.324). 
Northouse (2016, p.121) summarised Path-Goal LS Theory into leadership behaviour, 
follower characteristics and task characteristics (see Table 2), reflecting the most 
appropriate LS behaviour considering the specific follower and task characteristics. 
Table 2: Path-Goal LS Theory Summary 
Leadership Behaviour Comment Follower 
Characteristics 
Task Characteristics 
Directive Leadership 
behaviour 
Provides guidance and 
psychological structure 
Dogmatic 
Authoritarian 
 
Ambiguous 
Unclear rules 
Complex 
Supportive Leadership 
behaviour 
Provides nurturance Unsatisfied 
Needs affiliation 
Needs human touch 
Repetitive 
Unchallenging 
Mundane 
Participative Leadership 
behaviour 
Provides involvement Autonomous 
Needs control 
Needs clarity 
Ambiguous 
Unclear 
Unstructured 
Achievement-oriented 
Leadership behaviour 
Provides challenges High expectations 
Needs to excel 
 
Ambiguous 
Challenging 
Complex 
Source: Northouse (2016, p.121) 
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Some of the strengths of Path-Goal LS Theory include (Goethals et al., 2004, p.1167; 
Northouse, 2016, pp.122-123; Gupta and Van Wart, 2016, p.80): 
• its attempt to integrate Vroom's Expectancy Theory’s (1964) motivation principles and 
LS theories – no other LS approach has yet dealt with motivation in this manner; 
• the fact that certain relationships, for example the relationships between leader 
behaviour and follower performance, as well as the connection between LS and 
subordinate motivation in the context of the work environment, have been well 
researched and documented; 
• that it provides a very practical and easy to understand model flowing from follower 
to path to LS behaviour to goals; and 
• that the framework provides four distinct LS behaviours, compared to the traditional 
two behaviours relating to tasks and relationships, for understanding how various LS 
behaviours affect follower satisfaction and work performance. 
Unfortunately, there are also a few documented criticisms and perceived weaknesses 
(Goethals et al., 2004, p.1167; Northouse, 2016, pp.122-123; Gupta and Van Wart., 2016, 
p.80). 
• Even though the model might be practical and easy to understand, the theory behind 
it is quite complex and confusing as it incorporates many aspects of LS. 
• It has received only partial support in terms of validity, as most empirical research 
studies conducted using Path-Goal LS Theory focused predominantly on two of the 
four leader behaviours, namely the Directive and Supportive LS styles or behaviours. 
• The theory focuses on the impact of the leader on the follower, i.e. it sees the 
relationship and impact as a one-way event and thus does not encourage the 
subordinates to participate in LS, which can cause followers to become too 
dependent on the leader to accomplish their goals. 
Hereby literature objective two, namely to explore LS and its associated observed variables 
as a construct, has been achieved. Based on the above, the following hypothesis was 
formulated: 
H2: LS can validly and reliably be measured as a construct. 
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2.3.5.1 Directive Leadership Style 
The Directive LS style is generally characterised by leaders who communicate exactly what 
is expected of them and provide the necessary guidance, performance standards, rules and 
regulations (House and Mitchell, 1975, p.3). This form of LS is most appropriate where the 
leader needs to provide a high level of structure (as tasks tend to be unstructured) and 
authority, where followers have an external locus of control and/or low ability level, where 
the environment and/or task is complex, and where the work group provides job satisfaction 
(Achua and Lussier, 2010, p.119; Goethals et al., 2004, p.1166). The Directive LS style is 
measured by the following five items, or questions 1, 5, 9, 14 and 18 on the Path-Goal LS 
questionnaire (Northouse, 2016, p.33): 
1. I let subordinates know what is expected of them. 
2. I inform subordinates about what needs to be done and how it needs to be done. 
3. I ask subordinates to follow standard rules and regulations. 
4. I explain the level of performance that is expected of subordinates. 
5. I give vague explanations of what is expected of subordinates on the job.                  
Specific characteristics of this LS style and behaviour include the need for stability; the need 
to take charge, create a hierarchy, provide direction and assert authority; the need to follow 
a proven set of rules, processes, controls and standards; and a belief in routines, 
accountability and predictability (Achua and Lussier, 2010, p.119; Goethals, et al., 2004, 
p.1166; Gupta and Van Wart, 2016, p.40; House and Mitchell, 1975, p.3). Leadership Geeks 
(2018a) indicated that the Directive LS style and behaviour can be compared to The 
University of Iowa LS Model’s Autocratic LS style (Lewin, Lippitt and White, 1939), The 
University of Michigan Model’s Job-centred LS style (Likert, 1961) and The Ohio State 
Model’s Initiating Structure Behaviour (Fleishman, 1953), where the leader focuses on the 
task at hand, clearly defines roles and goals, and closely directs, almost micro managing, 
the subordinates’ work (Achua and Lussier, 2013, pp.67-71). Gupta and Van Wart (2016, 
p.40), in turn, linked this LS style and behaviour with Blake and Mouton’s Authority 
Compliance LS style (Blake and Mouton, 1964), as it can be rigid, leader-centred, lack input 
from others, and view subordinates as replaceable parts, positively or negatively impacting 
on EE depending on the situation or task at hand. 
Hereby literature objective three was achieved by exploring Directive LS style and its 
associated observed variables as a construct and its relationship with EE. Based on the 
above, the following hypothesis is thus stated: 
28 
 
H3: There is a relationship between Directive LS style and EE. 
2.3.5.2 Supportive Leadership Style 
The Supportive LS style is generally characterised by leaders who are friendly and 
approachable, show genuine concern for the needs and well-being of subordinates, build 
strong relationships, and try to make the work environment more enjoyable and pleasant 
(House and Mitchell, 1975, p.3; and Goethals et al., 2004, p.1166). This style is most 
appropriate where the leader needs to provide a high level of consideration and low levels 
of authority, where followers have an internal locus of control and/or a high ability level, 
where the environment and/or task is simple, and where the work group or work-related 
activities are not intrinsically satisfying (Achua and Lussier, 2010, p.119; Goethals et al., 
2004, p.1166). The Supportive LS style is measured by the following five items, or questions 
2, 8, 11, 15 and 20 on the Path-Goal LS questionnaire (Northouse, 2016, p.133): 
1. I maintain a friendly working relationship with subordinates. 
2. I do little things to make it pleasant to be a member of the group.               
3. I say things that hurt subordinates’ personal feelings. 
4. I help subordinates overcome problems that stop them from carrying out their tasks. 
5. I behave in a manner that is thoughtful of subordinates’ personal needs. 
The Supportive LS style and behaviour is viewed as the opposite of the Directive LS style 
and behaviour (Goethals et al., 2004, p.1166), and can be compared to The University of 
Michigan Model’s Employee-centred LS style (Likert, 1961) and The Ohio State Model’s 
Consideration Behaviour (Fleishman, 1953) where the leader focuses on creating a friendly 
work environment, providing continuous support, fulfilling the needs of subordinates, and 
nurturing relationships based on mutual trust, support and respect (Achua and Lussier, 
2013, pp.67-71). The Supportive LS style and behaviour can also be compared to Servant 
LS, in which leaders transcend self-interest to serve the needs of others (Achua and Lussier, 
2013, p.325). Gupta and Van Wart (2016, p.40) in turn linked this LS style and behaviour to 
Blake and Mouton’s Country Club LS style (Blake and Mouton, 1964), as it focuses on 
humane, people-orientated behaviours such as consultation, building and managing teams, 
team member coordination, and development. There is also a level of comparison to 
Transformational LS, which focuses on idealised influence, inspirational motivation on all 
levels, intellectual stimulation to help subordinates overcome challenges that prevent them 
from carrying out assigned tasks, and individualised consideration which involves 
responding to the specific needs of each individual team member (Batista-Taran, Shuck, 
Gutierrez and Baralt, 2009, p.17). 
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Supportive LS behaviour focuses on the personal needs and welfare of followers and makes 
the work environment an enjoyable place in which stress is reduced and performance is 
boosted (Goethals et al., 2004, p.1166). Gupta and Van Wart (2016, p.42) added that this 
style and behaviour focuses on people-orientated behaviours such as inclusion and 
consultation, conflict management, people coordination, learning and development, 
individual and team motivation, and team building. 
Xu and Cooper (2011, pp.399-410) stated that LS is a key antecedent to EE, indicating that 
“Team-Supportive” LS is a strong predictor of EE as direct reports react positively to leaders 
who support individuals, take a genuine interest in individual team members, and celebrate 
individual team member and team successes. Mester et al. (2003, p.74) added that 
Supportive LS behaviour increases job satisfaction and performance, as subordinates 
experience positive leader-subordinate relations and leaders who act considerately and 
genuinely listen. 
Hereby literature objective four was achieved by exploring Supportive LS style and its 
associated observed variables as a construct and its relationship with EE. Based on the 
above, the following hypothesis is thus stated: 
H4: There is a relationship between Supportive LS style and EE. 
2.3.5.3 Participative Leadership Style 
The Participative LS is generally characterised by leaders who consult with subordinates, 
solicit input and suggestions, and take these suggestions into consideration during the 
decision-making process (House and Mitchell, 1975, p.3; Goethals et al., 2004, p.1166). It 
is most appropriate when the leader needs to include employees in the decision-making 
process where decisions directly affect them, where followers have an internal locus of 
control and/or high ability level, when the environment and/or task is complex, and when job 
satisfaction from the work group can be high or low (Achua and Lussier, 2010, p.119; 
Goethals et al., 2004, p.1166). Participative LS is measured by the following five items, or 
questions 3, 4, 7, 12 and 17 on the Path-Goal LS questionnaire (Northouse (2016, p.133): 
1. I consult with subordinates when facing a problem. 
2. I listen receptively to subordinates’ ideas and suggestions. 
3. I act without consulting my subordinates. 
4. I ask for suggestions from subordinates concerning how to carry out assignments. 
5. I ask subordinates for suggestions on what assignments should be made. 
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Goethals et al. (2004, p.1166) indicated that the Participative LS style and behaviour is 
essentially a combination of the Directive and Supportive LS styles and behaviour. Gupta 
and Van Wart (2016, p.43) added that this LS style and behaviour is similar to the Supportive 
LS style and behaviour but noted that the Supportive LS style and behaviour focuses on 
listening with empathy, whereas the Participative LS style and behaviour focuses on 
listening for discussions and inclusion. Therefore, the LS style and behaviour, based on the 
above-mentioned characteristics and comparisons, can be compared to The University of 
Iowa LS Model’s Democratic LS style (Lewin, Lippitt and White, 1939) and Consultative LS 
(Leadership Geeks, 2018b), where the leader works with subordinates and encourages 
participation in decision making, but still has the ultimate authority to make the final decision 
(Achua and Lussier, 2013, pp.67-71; Leadership Geeks, 2018b). 
The Participative LS style considers and values followers’ input and opinions when making 
decisions that affect them and is essentially a combination of the Path-Goal LS Theory’s 
Directive and Supportive LS styles (Goethals et al., 2004, p.1166).  
It has been found that this LS style can lead to increased job satisfaction and performance 
when the organisation and its leader(s) adopt a participative approach to decision-making 
(Mester et al., 2003, p.74) that actively encourages group members to participate, as it 
drives motivation, creativity and EE (Khan, Khan, Qureshi, Ismail, Rauf and Tahir, 2015, 
p.87). 
Hereby literature objective five was achieved by exploring Participative LS style and its 
associated observed variables as a construct and its relationship with EE. Based on the 
above, the following hypothesis is thus stated: 
H5: There is a relationship between Participative LS style and EE. 
2.3.5.4 Achievement-Oriented Leadership Style 
The Achievement-Oriented LS style is generally characterised by leaders who not only set 
challenging goals and continually seek improvement and performance at the highest level, 
but who also have the inspiration and confidence that subordinates will be able to achieve 
those goals (House and Mitchell, 1975, p.3; Goethals et al., 2004, p.1166). This style is most 
appropriate when the leader needs to provide a high level of structure, authority and 
consideration (as tasks tend to be unstructured), when followers have an external locus of 
control and/or high ability level, when the environment and/or task is simple; and when job 
satisfaction from the work group can be high or low (Achua and Lussier, 2010, p.119; 
Goethals et al., 2004, p.1166). The Achievement-Oriented LS style is measured by the 
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following five items, or questions 6, 10, 13, 16 and 19 on the Path-Goal LS questionnaire 
(Northouse, 2016, p.133): 
1. I let subordinates know that I expect them to perform at their highest level. 
2. I set goals for subordinates’ performance that are quite challenging. 
3. I encourage continual improvement in subordinates’ performance. 
4. I show that I have doubts about subordinates’ ability to meet most objectives. 
5. I consistently set challenging goals for subordinates to attain. 
This LS style and behaviour, based on the above-mentioned characteristics, can be 
compared to Transactional LS, as it tends to be action orientated and results focused 
(Batista-Taran et al., 2009, p.16). The transactional leader focuses on the achievement of 
predetermined goals and tasks and demands maximum performance, requiring employees 
to perform at their utmost ability and diligence (Avolio and Bass, 2004; Khan and Nawaz, 
2016, p.146). The Achievement-Oriented LS style and behaviour can also be compared to 
the Laissez-Faire LS style and behaviour, where there is a low level of LS involvement due 
to leaders having the confidence that their subordinates have the necessary skills, 
knowledge, experience and drive to perform their tasks successfully (Batista-Taran et al., 
2009, p.16; Gupta and Van Wart, 2016, p.39). 
These types of LS styles are driven by the exchange of rewards based on performance 
(Avolio, Walumbwa and Weber, 2009, p.427) to achieve predetermined goals and tasks 
(Avolio and Bass, 2004, p.5) by demanding maximum performance, requiring employees to 
perform at their utmost ability and diligence (Khan and Nawaz, 2016, p.146). This LS style 
thus tends to be action oriented and results focused (Batista-Taran et al., 2009, p.16). 
Research conducted by Batista-Taran et al. (2009, p.17), Mester et al., (2003, p.73), Khan 
and Nawaz (2016, p.148) and Nikezić, Purić and Purić (2012, p.287) found that reward-
based motivation and contingent reinforcement LS styles and behaviours can increase EE 
and performance, but these positive effects tend to be short lived as long-term exposure 
leads to a decrease in engagement and performance as it does not support creativeness or 
innovation through new concepts. 
Hereby literature objective six was achieved by exploring Achievement-Orientated LS style 
and its associated observed variables as a construct and its relationship with EE. Based on 
the above, the following hypothesis is thus stated: 
H6: There is a relationship between Achievement-Orientated LS style and EE. 
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2.4 CONCEPTUAL FRAMEWORK 
A research variable refers to any construct, phenomenon or characteristic of a phenomenon, 
individual or organisation that can be observed or studied (Collis and Hussey, 2014, p.345; 
Creswell, 2009, p.235), and can be divided into dependent (DV) and independent (IV) 
variables. A DV is any variable that is dependent on, influenced by, or a consequence of, 
one or more IVs (Collis and Hussey, 2014, p.341; Creswell, 2009, p.50; Kothari, 2004, p.34), 
whereas an IV refers to any variable that influences or affects the dependent variables, and 
can thus be seen as the antecedent or determinant of an DV (Collis and Hussey, 2014, 
p.341; Creswell, 2009, p.50; Kothari, 2004, p.34; Neuman, 2005, p.181).  
In this study, EE is classified as the DV, while the respondents’ biographical information and 
the Path-Goal LS Theory LS styles are classified as the IVs. The conceptual model in 
Figure 5 illustrates the expanded conceptual research framework, including the 
research objectives (RO1 to RO6) and hypotheses (H1 to H6) as covered in Chapters 
One and Two. 
Figure 5: Conceptual measurement framework 
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To summarise the conceptual framework’s research objectives and associated hypotheses: 
RO1: Explore EE and its associated observed variables as a construct.  
• H1: EE can validly and reliably be measured as a construct. 
RO2: Explore LS and its associated observed variables as a construct.  
• H2: LS can validly and reliably be measured as a construct. 
RO3: Explore the Directive LS style and its associated observed variables as a construct 
and its relationship with EE. 
• H3: There is a relationship (correlation) between Directive LS style and EE. 
RO4: Explore the Supportive LS style and its associated observed variables as a construct 
and its relationship with EE.  
• H4: There is a relationship (correlation) between Supportive LS style and EE. 
RO5: Explore the Participative LS style and its associated observed variables as a 
construct and its relationship with EE.  
• H5: There is a relationship (correlation) between Participative LS style and EE. 
RO6: Explore the Achievement-Oriented LS style and its associated observed variables as 
a construct and its relationship with EE.  
2.5 CONCLUSION 
The purpose of Chapter Two was to theoretically explore EE and LS as constructs, to assess 
the Patch-Goal LS Theory, and to explore the relationships between the different Path-Goal 
LS Theory LS styles (Directive LS style; Supportive LS style; Participative LS style; and 
Achievement-Orientated LS style) and EE as the dependent variable. Hypotheses were set 
for testing and will be reported on in Chapter Four.  
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CHAPTER 3: RESEARCH METHODS 
3.1 INTRODUCTION 
Research methodology refers to the process followed to systematically answer a research 
question (Collis and Hussey, 2014, p.59; Kothari, 2004, p.8; Saunders, Lewis and Thornhill 
2009, p.595). Research methods are defined as all methods and techniques utilised during 
the research process to collect and analyse research data (Collis and Hussey, 2014, p.59; 
Kothari, 2004, p.8). 
The purpose of this chapter is to discuss the researcher’s ontological and epistemological 
position, as well as to examine the relevant research design, approach and method, the 
researcher’s choice of measuring instruments, data collection and management, statistical 
methods used for testing the said hypotheses, and ethical considerations as it pertains to 
this research study. 
3.2 RESEARCH DESIGN 
The research design can be defined as a detailed description of how the researcher 
conducted the research (Collis and Hussey, 2014, p.344), including how they went about 
answering the research question(s). It should contain clear objectives, specify the data 
sources, list inevitable constraints, and discuss any ethical issues (Saunders et al., 2009, 
p.136). As indicated in Figure 6 below, Collis and Hussey (2014, p.59) stated that the 
research design covers six distinct aspects, namely research classification; research 
paradigm; philosophical application; research approach; research methodology; and 
research method.  
Figure 6: Research design components 
 
Source: Adopted from Collis and Hussey (2014, p.59) 
Research classification refers to the classification of the type of research that was conducted 
according to the purpose (the reason for the research being conducted), the process (the 
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way in which the research was conducted), the logic (the expected outcome of the research) 
or the outcome (Collis and Hussey, 2014, p.3). This research study’s purpose was analytical, 
as the gathered data were analysed utilising a quantitative research process to address 
specific research questions, with the expected outcome being knowledge contribution. 
A paradigm can be defined as a pattern or model of something (Cambridge Advanced 
Learner’s Dictionary; 2014c, p.1112; Webster’s New Explorer Dictionary, 1999b, p.378; 
Concise Oxford English Dictionary, 2004c, p.1037), with a research paradigm referring 
specifically to a comprehensive belief system, worldview or philosophical framework that will 
determine how research will be conducted from an objective or subjective perspective (Collis 
and Hussey, 2014, p.43; Willis, 2007, p.8). The objective, or positivist, paradigm stems from 
the natural sciences and focuses on what can be “measured and objectified”, with an 
emphasis on structured methodology to facilitate replication (Collis and Hussey, 2014, p.43; 
Saunders et al., 2009, p.598). On the other hand, the subjective, or interpretivist, paradigm 
stems from the social sciences and focuses on “how things are perceived”, with an emphasis 
on the importance of understanding the differences between humans in a social context 
(Collis and Hussey., 2014, p.44; Saunders et al., 2009, p.593). 
3.3 ONTOLOGICAL AND EPISTEMOLOGICAL STANCE 
Guba and Lincoln (1994, p.108) stated that the basic beliefs that define a research paradigm 
can be summarised by the responses given to three fundamental questions that cover a 
researcher’s ontological, epistemological and methodological stances. The ontological 
question covers the researcher’s stance on “what the form and nature of reality is”, while the 
epistemological question explores the researcher’s “basic belief about what knowledge is”. 
The methodological question in turn addresses “how the researcher can go about finding 
out whatever she/he believes can be known”. 
A research paradigm states what the researcher perceives to be real, measurable, 
understandable, explorable and known (Neuman, 2005, p.45). Ontology, according to Collis 
and Hussey (2014, p.47) and Saunders et al. (2009, p.597), refers to a person’s worldview, 
i.e. what the nature of reality or being is for an individual.  
The ontological philosophy of the researcher is objective by nature, as positivist studies are 
founded on the belief that only one objective reality exists which is separate from the 
perception of the researcher (Saunders et al., 2009, p.597). In turn, epistemology refers to 
the nature, acquisition and communication of knowledge, as well as what is deemed as 
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being acceptable knowledge in a specific field of knowledge (Cohen and Manion, 1994, p.6; 
Saunders et al., 2009, p.590). 
This researcher adopted an epistemological approach from a positivist paradigm, accepting 
that knowledge can be considered true and valid if it is observable and measurable 
(Saunders et al., 2009, p. 597). The researcher was thus distant from the phenomena under 
study (Collis and Hussey, 2014, p.47). 
3.4 RESEARCH APPROACH  
Research approaches can be divided into quantitative and qualitative methods (Kothari, 
2004, p.5). Quantitative research is associated with the positivism paradigm and is focused 
on the collection and analysis of quantitative data, or data in numerical form (Collis and 
Hussey, 2014, p.343), from a sample using mathematical and statistical tools and 
formulations. It projects the findings onto a wider population (Tustin, Lighthelm, Martins and 
Van Wyk, 2010, p.54; Saunders et al., 2009, p.151; Allen, Titsworth and Hunt, 2009, p.3; 
Willis, 2007, p.12). The final research report has a formal structure which includes an 
introduction, a literature and theory review, a research methodology review, a statistical 
results review, and a conclusion (Creswell, 2009, p.233). In contrast, qualitative research 
generates quantitative data, or data in a nominated form (Collis and Hussey, 2014, p.343) 
such as words and pictures, using interviews, projective techniques and in-depth interviews. 
It is concerned with the subjective assessment of attitudes, opinions and behaviour (Kothari, 
2004, p.5; Saunders et al., 2009, p.151). The final research report is less formal and 
structured as the scope tends to be more undefined and philosophical (Mouton and Marais, 
1990, pp.155–156). 
As this research study utilised numerical data and data analysis procedures which can be 
subjected to rigorous quantitative analysis in a formal and rigid fashion (Kothari, 2004, p.5), 
the researcher adopted a quantitative research approach under the positivist paradigm. 
Luyirika (2010, pp.40–41) identified three advantages of quantitative research, i.e. it is 
objective, controlled, systematic, valid and reliable; it identifies the hard facts and numbers 
related to the research study; and it uses methods that are designed to ensure objectivity, 
generalisability and reliability.  
Unfortunately, there are also criticisms of this research approach, as the facts are often 
separated from the context of the research (Du Plooy, 1996, p.33), and the researcher and 
respondents are usually alienated from each other (Du Plooy, 2001, p.37) as they do not 
interact during the data gathering phase of the research study. 
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Taking into consideration the research approach, the research question and the time 
constraints pertaining to this research study, the most appropriate research method was to 
conduct a cross-sectional survey utilising structured, self-administered questionnaires as 
the preferred research method. Cross-sectional studies investigate variables or a specific 
phenomenon at a point in time or over a specific period of time (Collis and Hussey, 2014, 
p.341; Saunders et al., 2009, p.151). 
3.5 POPULATION AND SAMPLE 
A population refers to a precisely defined, complete group or set of individuals or items, from 
which samples are taken for statistical measurement (Collis and Hussey, 2014, p.51). The 
company selected as the primary contributor to this research study is one of the leading 
commercial foodservice and support services service providers in South Africa in terms of 
annual turnover and employs around 22,000 employees. The total population for this study 
included employees at all levels employed in the commercial foodservice side of the 
business, with a total of N = 3,000 employees. 
The Webster’s New Explorer Dictionary (1999c, p.405), The Concise Oxford English 
Dictionary (2004d, p.1117), Saunders et al. (2009, p.597), Wiid and Diggines (2013, p.186) 
Daymon and Holloway (2011, p.209) referred to a sampling frame as a complete list of all 
individuals or items that form part of the specific population from which the sample will be 
drawn (Mouton, 2002, p.135). Saunders et al. (2009, p.600) and Babbie (2007, p.199) stated 
that the sampling frame should include a large number of individuals or items to ensure that 
the sample is representative of the total population. 
A sample can be defined as a representative sub-group, portion or limited number of 
respondents or observations that form part of a larger population, upon which 
generalisations or estimates about that specific larger population can be made (Collis and 
Hussey, 2014, p.344; Saunders et al., 2009, p.600; The Webster’s New Explorer Dictionary, 
1999d, p.463; The Concise Oxford English Dictionary, 2004e, p.1272; The Oxford Dictionary 
Online, 2018c).  
The sample design used in this study is known as deliberate sampling (also referred to as 
purposive or non-probability sampling) and involves the deliberate selection of specific 
sample units to represent the larger population (Kothari, 2004, p.15; Saunders et al., 2009, 
p.598). In this research study, the researcher specifically focussed on, and thus deliberately 
selected, all employees employed in the commercial foodservice side of the primary 
participating business to represent the larger commercial foodservice industry. The sourced 
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sampling needed to be substantial enough for the results to be deemed as valid. Krejcie and 
Morgan (1970, p.608) indicated that sample sizes between 248 and 341 are sufficient when 
conducting large scale research studies utilising populations between 700 and 3,000 items 
or people. As this is a minor dissertation, a proposed sample size of n = 250 respondents 
from the commercial foodservice industry was proposed and accepted. A total of n = 300 
questionnaires was submitted to potential respondents, with a total of n = 256 completed 
questionnaires returned for analysis. This equates to a response rate of 85.33%. 
3.5.1 Respondent profiles 
The participating respondents were spread across all levels of work, i.e. it included top 
management, middle management, first-level management and non-management 
(Agrawal, 2011, p.5) in the South African commercial foodservice industry, with no inclusions 
or exclusions based on sexual orientation, religion, language, educational background or 
any other respondent characteristics.  
Question 1 of the research questionnaire’s biographical section required the respondents to 
indicate their age, with Table 3 depicting the different categories, frequencies, percentage 
contributions and cumulative percentage contributions. 
3.5.1.1 Respondents’ age distribution 
Table 3: Respondents’ ages 
Respondent Age Frequency Valid Percentage 
Cumulative 
Percentage 
20-30 years old 
 
81 31,64% 31,64% 
31-40 years old 
 
93 36,33% 67,97% 
41-50 years old 
 
46 17,97% 85,94% 
51 years or older 
 
36 14,06% 100,00% 
Total 
 
256 100,0% 
 
 
It is evident that the largest percentage of respondents were between 31 and 40 years old 
(32.64%). The largest proportion of respondents were between 20 and 40 years old (67.97% 
cumulative), while the smallest percentage of respondents were older than 51 (14.96%). 
Question 2 required the respondents to indicate their gender, with Table 4 depicting the 
different categories, frequencies, percentage contributions and cumulative percentage 
contributions. 
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3.5.1.2 Respondents’ gender distribution 
Table 4: Respondents’ gender 
Respondent Gender Frequency Valid Percentage 
Cumulative 
Percentage 
Male 
 
90 35,16% 35,16% 
Female 
 
166 64,84% 100,00% 
Total 
 
256 100,00% 
 
 
It is evident 4 that most of the respondents were female (64.84%), with a smaller percentage 
being male (35.16%). 
Question 3 required the respondents to indicate their ethnicity, with Table 5 depicting the 
different categories, frequencies, percentage contributions and cumulative percentage 
contributions. 
3.5.1.3 Respondents’ ethnicity 
Table 5: Respondents’ ethnicity 
Respondent Ethnicity Frequency Valid Percentage 
Cumulative 
Percentage 
Black 
 
67 26,17% 26,17% 
Indian 
 
23 8,98% 35,16% 
Coloured 
 
13 5,08% 40,23% 
White 
 
152 59,38% 99,61% 
Prefer not to answer 
 
1 0,39% 100,00% 
Total 
 
256 100,00% 
 
 
It is evident that the largest percentage of respondents were white (59.38%), with the second 
largest percentage being black (26.17%). The smallest percentage of respondents were 
coloured (5.08%), and one respondent (0.39%) preferred not to answer this question. 
Question 4 required the respondents to indicate their current level of education, with Table 
6 depicting the different categories, frequencies, percentage contributions and cumulative 
percentage contributions. 
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3.5.1.4 Respondents’ education level 
Table 6: Respondents’ level of education 
Respondent Level of 
Education Frequency 
Valid 
Percentage 
Cumulative 
Percentage 
Matric (and few not 
completed school) 
72 28,13% 28,13% 
Diploma/technical 
qualification 
68 26,56% 54,69% 
Bachelor’s degree 
 
79 30,86% 85,55% 
Postgrad qualification 37 14,45% 100,00% 
Total 
 
256 100,00% 
 
 
It is evident that the largest percentage of respondents had obtained a bachelor’s degree 
(30.86%), however 28.13% had not completed school or had only obtained a Matric 
certificate, i.e. 71.87% of the respondents had obtained a post matric qualification. The 
smallest percentage of respondents had obtained a post graduate qualification (14.45%). 
Question 5 required the respondents to indicate their current level of employment, with Table 
7 depicting the different categories, frequencies, percentage contributions and cumulative 
percentage contributions. 
3.5.1.5 Respondents’ level of employment 
Table 7: Respondents’ level of employment 
Respondent Level of 
Employment Frequency 
Valid 
Percentage 
Cumulative 
Percentage 
Non-management 
 
172 67,19% 67,19% 
Middle management 
 
52 20,31% 87,50% 
Senior management 
 
31 12,11% 99,61% 
Prefer not to answer 
 
1 0,39% 100,00% 
Total 
 
256 100,00% 
 
 
It is evident that the largest percentage of respondents were employed in non-management 
positions (67.19%), with the second largest percentage being employed in middle 
management positions (20.31%). The largest proportion of respondents were thus 
employed in the low to mid-levels of the primary organisation (87.50% cumulative). Senior 
management only constituted 12.11% of the respondents, with one respondent (0.39%) 
preferring not to answer this question. 
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The above descriptive statistics show that a representative spread of employees was 
obtained, which enabled the researcher to deduce that the data generated would be reliable. 
3.6 DATA COLLECTION AND MANAGEMENT  
Permission was requested from, and granted by, the primary entity to gather primary data 
through self-administered questionnaires. Communication containing the Research Study 
Information Letter (Annexure A), Research Consent Form (Annexure B) and the Research 
Questionnaire (Annexure C) was emailed to all respondents included in this research study. 
The participating respondents were spread across all levels of work in the South African 
commercial foodservice industry, with no inclusions or exclusions based on sexual 
orientation, religion, language, educational background or any other respondent 
characteristics.  
The respondents, based on preference and/or access to IT infrastructure, completed the 
Research Consent Form (Annexure B) and the Research Questionnaire (Annexure C) 
electronically or manually. Electronic submissions were completed using the emailed 
Microsoft Word templates, which were then emailed back to the researcher for printing. 
Manual submissions were printed and handed out to the respondents for completion, after 
which they were collected and consolidated with the printed electronic submissions. 
Each completed questionnaire was checked to ensure that the Research Consent Form 
(Annexure B) and the Research Questionnaire (Annexure C) were completed as required. 
The consolidated pack of printed questionnaires was delivered to the University of 
Johannesburg’s (UJ) STATKON Department for capturing and statistical analysis.    
3.6.1 Measuring instrument 
A cross-sectional survey utilising structured, self-administered questionnaires was used to 
collect primary data to ensure that the participating respondents answered the same set of 
questions. A questionnaire is a primary data collection method where a sample of 
respondents answer the same set of carefully structured questions in a specific order (Collis 
and Hussey, 2014, p.205; Saunders et al., 2009, p.599). Self-administered questionnaires, 
meanwhile, refer to questionnaires where the interviewer is not physically present, and the 
respondent is responsible for reading and answering the questions (Tustin et al., 2010, 
p.184; Saunders et al., 2009, p.600).  
Kothari (2004, pp.100-101), Neuman (2000, p.271) and Allen et al. (2009, p.11) listed the 
merits of questionnaires as being cost effective and easy to use, being easy to distribute 
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and able to reach respondents in any location, being free from interviewer bias as all 
respondents answer a standard set of predetermined questions, being easy and cheap to 
distribute, and large samples can be included in the research study making the results more 
reliable. The challenges relating to the use of questionnaires that the researcher needs to 
be cognisant of can include slow turnaround times, the inability to amend them/loss of 
control over questionnaires once they are sent out, low return rates and incorrectly 
completed questionnaires. 
The structured, self-administered questionnaire (refer to Annexure C) was divided into three 
sections covering respondent biographical information, EE (DV) and determination of 
leadership style or behaviour (DV), with the latter two utilising Likert-style rating scales that 
allowed the respondents to indicate different feelings, different levels of agreement or 
disagreement, or the frequency of events (Saunders et al., 2009, p.594). The instrument 
was only published in English as employees operating in this industry can understand and 
communicate in English, even if it is at a second language level.   
Section A: Collected the respondents’ biographical information including the respondents’ 
age, gender, ethnicity, citizenship, highest level of completed education and current level of 
employment. This information was used to describe the characteristics of the sample. 
Section B: Covered the Utrecht Work Engagement Scale (UWES), which was used to 
measure the EE scale. The UWES contains 17 items, each with a rating from zero (never) 
to six (every day), which measured the respondents’ level of Vigour, Dedication and 
Absorption to determine their overall level of engagement (Schaufeli et al., 2002, p.77; and 
Schaufeli and Bakker, 2003, pp.6-7).    
Section C: Incorporated House’s Path-Goal Theory and Model of Leader Effectiveness to 
identify the applicable LS Style (Directive LS style; Supportive LS style, Participative LS 
style; and Achievement-Oriented LS style). This section contained 20 items, each with a 
rating from one (never) to seven (always) (House and Mitchell, 1974, p.84) and; House and 
Mitchell, 1975, p.3). The original items were adjusted for this research study as the purpose 
of the study was not to identify the respondents’ leadership styles or behaviours, but rather 
their perceptions of their immediate managers or leaders. For example, Question 1 asked:  
My immediate leader lets followers know what is expected of them, instead of the original 
item “Perception of own behaviour” (for example Question 1: I let followers know what is 
expected of them). 
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3.6.2 Validity and reliability of the measuring instrument 
Validity refers to the extent to which a technique or instrument accurately reflects or 
measures what it was designed or intended to measure to draw meaningful and useful 
inferences (Saunders et al., 2009, p.595; Creswell, 2009, p.235; Field, 2013, p.12; Delport, 
2007, p.160). Gordis (2000, p.120) indicated that there are two types of research validity, 
namely internal and external validity, and defined external validity as the ability to extrapolate 
measurement outcomes to the wider general population. Cohen, Manion and Morrison 
(2000, p.107) in turn explained that internal validity refers to the degree to which the research 
results are attributable to the independent variable, i.e. the changes in the dependent 
variable are actually caused by the independent variable.  
Reliability, meanwhile, refers to the extent to which the technique or instrument, applied 
repeatedly to the same object of study, yields consistent findings or outcomes (Saunders et 
al., 2009, p.600; Babbie, 2007, p.143; Delport, 2007, p.163; Vogt, 2007, p.114). According 
to Nunnaly and Bernstein (1994, p.212), the Cronbach's alpha coefficient (α) can be 
regarded as one of the most credible estimates of reliability. They described it as the ratio 
of the sum of the covariances among the components of the linear combination (items), 
which estimates true variance, to the sum of all elements in the variance-covariance matrix 
of measures, which equals the observed variance. Research findings are considered 
internally consistent (and thus reliable) if the Cronbach’s alpha exceeds the generally 
accepted criterion of α ≥ 0.70. 
It can thus be seen that validity represents the degree to which the scale measures what it 
is expected to measure, while reliability refers to the degree to which measurement 
produces consistent outcomes. 
3.6.2.1 Validity and reliability of UWES 
Petrovi et al. (2017, p.1) indicated that the concepts ‘work engagement’ and ‘burnout’ 
received significant attention from the beginning of the 1990s, with the UWES becoming the 
most frequent and commonly used work engagement measurement (Field and Buitenbach, 
2011, p.51; Petrovi et al., 2017, p.2). 
Preliminary results dating back to 2002, when the UWES was first developed and tested, 
reflected that the three engagement scales had sufficient internal consistencies to be used 
as a measurement for work engagement (Schaufeli et al., 2002, p.85). In 2003, further 
studies were conducted on UWES, with N = 2,313 respondents measuring a Cronbach’s α 
between 0.91 and 0.96 with median 0.94 (Schaufeli and Bakker., 2003, pp.14-15). This was 
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followed by studies conducted in 2006 with N = 14,521 respondents from 10 different 
countries, measuring a Cronbach’s α between 0.85 and 0.92 with median 0.92 (Schaufeli et 
al., 2006, p.709). In 2017, independent work was conducted on UWES by Çapri, Gündüz 
and Akbay (2017, p.425), who found the measure to be internally consistent with the UWES 
long version (17 items), having a Cronbach’s α median of 0.93, and the short version (9 
items), having a Cronbach’s α median of 0.88. 
This study also found the UWES EE measure to be reliable with the Cronbach alpha value 
being well above the generally accepted minimum requirement criterion of α ≥ 0.70 (α = 
0.924) with Vigour α = 0.825, Dedication α = 0.852 and Absorption α = 0.785. 
3.6.2.2 Validity and reliability of Path-Goal LS theory 
The Path-Goal LS Theory approach is a tried and tested leadership style measurement tool 
as it: i) provides four distinct leadership behaviours (instead of the traditional two - task and 
relationship related leadership behaviours); ii) can determine the most effective leadership 
style given the situation; iii) provides a framework for understanding how various leadership 
behaviours affect follower satisfaction and work performance; and iv) assists leaders to help 
followers define and reach their goals in the most efficient manner (House and Mitchell, 
1975, p.14; Northouse, 2016, pp.122-125). Schriesheim, Castro, Zhou and DeChruch 
(2006, p.21) noted that the Path-Goal LS Theory has existed for more than three decades 
and as such has been one of the major contributors to leadership approaches covered in 
leadership, management and organisational behaviour literature. 
Although this leadership behavioural model was applied in numerous leadership related 
studies, it only received partial support in terms of reliability as hypotheses relating to all four 
leadership styles were not deemed to be equally or adequately tested; research focused 
predominantly on the Directive and Supportive LS styles (Yukl, 1998, p.269); Northouse, 
2016, p.124). A LS study conducted in 2003, however, focused on all four Path-Goal LS 
styles, with N = 117 respondents measuring a Cronbach α’s of 0.82 (Achievement-Oriented 
LS style), 0.85 (Directive LS style), 0.87 (Participative LS style) and 0.89 (Supportive LS 
style) (Polston-Murdoch, 2003, p.26). 
This study also found the Path-Goal LS Theory measure to be reliable, with the Cronbach’s 
alpha value being well above the generally accepted minimum requirement criterion of α ≥ 
0.70 (α = 0.934), with Directive LS style α = 0.828, Supportive LS style α = 0.852, 
Participative LS style α = 0.851 and Achievement-Oriented LS style α = 0.658. 
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3.6.3 Pilot study  
The researcher conducted a small-scale pilot study, which was used to test the research 
instrument so that completion and data capturing problems could be addressed before the 
research commenced (Saunders et al., 2009, p.597). The researcher tested n = 10 randomly 
selected employees in the commercial foodservice and support services industry by 
providing them with self-administered questionnaires. Following this, he held interviews with 
the participants to obtain clarity on any difficulties or challenges that they experienced during 
the receipt, completion, and return of the research questionnaire. 
The researcher received no feedback from the pilot study or subsequent interviews that 
necessitated amendments to the original questionnaire. 
3.6.4 Data management  
The electronic submissions received via email were printed out by the researcher, while the 
manual submissions were collected at central points. All completed questionnaires were 
checked to ensure that the Research Consent Form (Annexure B) and the Research 
Questionnaire (Annexure C) was completed as required. The Research Consent Forms 
were stapled to the back of the relevant questionnaires to ensure that consent was obtained 
for each questionnaire used in this research study. 
The consolidated pack of printed questionnaires (with accompanying consent forms) was 
delivered to the University of Johannesburg’s (UJ) STATKON Department, which captured 
the data in Excel and ran statistical techniques such as descriptive statistics, exploratory 
factor analysis and applicable correlation statistics. 
3.6.5 Data analysis 
Babbie (2007, p.405) defined quantitative data analysis as the “numerical representation 
and manipulation of observations for the purpose of describing and explaining the 
phenomena that those observations reflect”. Data analysis essentially covers two key 
components, namely the processing of the collected data and the subsequent analysis of 
the collected and processed data (Kothari, 2004, p.151). The processing of collected data, 
or simply put the preparation of data for processing, entails data editing, cleaning, coding, 
classification, tabulation and application of percentages, whereas the analysis of data covers 
descriptive and causal analysis and inferential analysis (Kothari, 2004, p.151); Neuman, 
2005, p.393). Saunders et al. (2009, p.590) added that data display and analysis involves 
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three concurrent subprocesses – data reduction, data display and drawing and verifying 
conclusions. 
The completed self-administered questionnaires were handed over to the University of 
Johannesburg’s (UJ) STATKON Department, which captured the data, checked for missing 
data, and computed statistics such as Descriptive Statistics exploratory factor analysis and 
applicable correlation statistics. The computed statistics and reports have not been included 
as Annexures to this research study (but can be provided on request) as relevant statistics, 
tables and graphs have been cut and paste into Chapter Four. The findings will be reported 
on in Chapter Four. 
3.7 ETHICAL CONSIDERATIONS 
Ethics can be defined as the discipline that deals with a theory or system of generally 
accepted beliefs, moral values and principles governing and influencing conduct in terms of 
what is accepted as acceptable (good) versus unacceptable (bad), and what is perceived 
as being right versus wrong (Achua and Lussier, 2013, p.53; The Webster’s New Explorer 
Dictionary, 1999e, p.178; The Cambridge Advanced Learner’s Dictionary, 2014d, p.517; 
The Concise Oxford English Dictionary, 2004f, p.490; The Merriam-Webster Dictionary 
Online 2018b; The Oxford Dictionary Online, 2018d; Tustin et al., 2005, p.42). Ethical 
behaviour is thus about doing what is “right” for oneself and others (Achua and Lussier, 
2013, p.53) with research ethics governing the research process, the researcher’s 
behaviour, and the rights of those involved with, or affected by, the research study 
(Saunders et al., 2009, p.600). 
Leedy and Ormrod (2005, p.15) indicated that most ethical challenges relating to research  
are centred around four components: i) informed consent, which states that research 
participants are to be informed of all relevant research details and requirements so that they 
can voluntarily decide whether they would like to participate in the research or not;  
ii) protection from harm, which states that no research participant will be harmed (physically 
or psychologically) during the research process; iii) honesty, which implies that research and 
findings should be reported accurately and honestly; and iv) the right to privacy, which states 
that personal and research information supplied by respondents will not be divulged unless 
consent has been given. Bell and Bryman (2007, p.71) stressed that research participation 
should always be voluntary, adding that as all parties involved with the research project 
should be treated with respect and dignity, the researcher should always be honest and 
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transparent to eliminate possible deception and misrepresentation. In addition, where 
possible, the research should be mutually beneficial for the researcher and participants. 
To ensure that this research project has been conducted in a professional and ethically 
sound manner, the researcher abided by the principles listed above and utilised the 
necessary research information letter and research consent form as stipulated by the 
University of Johannesburg’s Ethics Committee. The research information letter covers 
researcher information, research purpose, participation, potential risks and expected 
outcomes. The research consent form, which can be described as a written agreement 
signed by both the researcher and respondent, covers participation, the rights of the 
participants, and the granting of permission for data to be used in specified ways (Creswell, 
2009, p.229; Saunders et al., 2009, p.589). 
3.8 SUMMARY 
Chapter Three explored and discussed the research methodology utilised to achieve the 
stated research objectives. The chosen research design, approach, method, data collection 
process and ethical considerations pertaining to this research study were also elaborated 
upon and discussed. 
The measuring instrument employed in this study was also discussed in detail in terms of 
composition, reliability and validity, data capturing and management and the relevant data 
analysis methods. 
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CHAPTER 4: RESULTS  
4.1 INTRODUCTION 
This chapter focuses on the research findings, first reporting on the descriptive statistics, 
followed by Exploratory Factor Analysis (EFA) focused on the Path-Goal LS Theory, and 
Confirmatory Factor Analysis (CFA) focused on UWES EE, Internal Consistencies, 
Correlation and Regression. 
The following hypotheses set in Chapter Two were tested: 
• H1: EE can validly and reliably be measured as a construct. 
• H2: LS can validly and reliably be measured as a construct. 
• H3: There is a relationship (correlation) between Directive LS style and EE. 
• H4: There is a relationship (correlation) between Supportive LS style and EE. 
• H5: There is a relationship (correlation) between Participative LS style and EE. 
• H6: There is a relationship (correlation) between Achievement-Oriented LS style and 
EE.  
The Conceptual Measurement Framework is presented as follows: 
Figure 7: Conceptual measurement framework (detailed) 
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4.2 DESCRIPTIVE STATISTICS 
Descriptive statistics is a generic term used for the collection and description of variables 
(Saunders et al, 2009, p.590; Croucher, 2010, p.226) or results through statistical means, 
which can include means, standard deviations and a range of scores (Creswell, 2009, p.228; 
Walker, 2010, p.246). Vogt (2007, p.57) indicated that descriptive analysis can be used in 
at least three ways: i) compared with inferential statistics; ii) compared with multivariate 
statistics; and compared with different approached to data that try to discover causes. 
First, Section B of the research questionnaire covering the IV (EE) will be reported on. The 
UWES scale consists of three dimensions, namely Vigour, Dedication and Absorption. The 
descriptive statistics for Vigour will be presented first, thereafter Dedication and lastly 
Absorption. Section C, which contained the different leadership styles (Directive LS style, 
Supportive LS style, Participative LS style, and Achievement-Oriented LS style) pertaining 
to this research study will be presented after the EE scale. 
4.2.1 Descriptive statistics EE 
4.2.1.1 Descriptive statistics (EE – Vigour Scale) 
Table 8 represents the descriptive statistics for the UWES Vigour scale. 
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Table 8: Descriptive statistics per item for the Vigour scale 
Employee 
Engagement (EE) – 
Vigour 
Never 
Almost 
never / 
a few 
times 
or less 
Rarely / 
once a 
month 
or less 
Sometimes / 
a few times 
a month 
Often/ 
once a 
week 
Very 
often / 
a few 
times a 
week 
Always 
/ every 
day 
Mean Standard Deviation 
At my work, I feel 
bursting with energy 
(%) 
 
1,2% 0,8% 4,8% 17,6% 26,0% 34,8% 14,8% 4.30 1,220 
At my job, I feel 
strong and vigorous 
(%) 
 
0,8% 1,6% 5,2% 15,9% 23,4% 33,7% 19,4% 4.38 1,268 
When I get up in the 
morning, I feel like 
going to work 
(%) 
2,0% 1,6% 7,1% 17,5% 13,9% 36,5% 21,4% 4.35 1,424 
I can continue 
working for very 
long periods at a 
time 
(%) 
 
0,8% 3,6% 5,2% 19,6% 40,0% 30,8% 4.87 1,073 
At my job, I am very 
resilient, mentally 
(%) 
 
2,4% 3,2% 14,1% 20,5% 35,3% 24,5% 4.57 1,227 
At my work I always 
persevere, even 
when things do not 
go well 
(%) 
 
0,4% 1,6% 9,5% 16,6% 37,2% 34,8% 4.93 1,048 
 
The highest percentage score indicated that 40% of respondents, when at work, very often/a 
few times a week can continue to work for very long periods at a time. In contrast, the lowest 
percentage score indicated that only 0.4% of respondents, when at work, almost never/a 
few times or less can always persevere, even when things do not go well.  
Table 8 above reflects that the mean varied between (M = 4.30 and M = 4.93), and the 
standard deviation ranged from [SD = 1.048 to 1.424], indicating the respondents’ answer 
to the question, “At my work I always persevere, even when things do not go well”, generated 
the highest mean (M = 4.93) and the lowest standard deviation [SD = 1.048].  
4.2.1.2 Descriptive statistics (EE – Dedication Scale) 
Table 9 represents the descriptive statistics for the UWES Dedication scale. 
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Table 9: Descriptive statistics per item for the Dedication scale 
 
Employee 
Engagement 
(EE) – 
Dedication 
 
Never 
Almost 
never / 
a few 
times 
or less 
Rarely 
/ once 
a 
month 
or less 
Sometimes 
/ a few 
times a 
month 
Often/ 
once a 
week 
Very 
often / 
a few 
times a 
week 
Always 
/ every 
day 
Mean Standard Deviation 
I find the work 
that I do full of 
meaning and 
purpose 
 
0,4% 0,8% 3,6% 9,5% 16,7% 36,5% 32,5% 4,81 1,179 
I am enthusiastic 
about my job 
 
0,8% 0,8% 3,2% 12,4% 16,4% 36,0% 30,4% 4,72 1,229 
My job inspires 
me 
 
0,8% 1,6% 5,2% 14,3% 24,6% 31,3% 22,2% 4,43 1,281 
I am proud of the 
work that I do 
 
 
0,4% 1,6% 5,6% 10,7% 29,8% 52,0% 5,24 1,001 
To me, my job is 
challenging 
 
2,0% 2,8% 8,3% 14,3% 17,5% 29,0% 26,2% 4,34 1,508 
 
The highest percentage score indicates that 52% of the respondents, when at work, 
always/every day are proud of the work that they do. In contrast, the lowest percentage 
score indicates that only 0.4% of respondents, when at work, never find the work that they 
do full of meaning and purpose, and almost never/a few times or less are not proud of the 
work that they do. 
Table 9 above reflects that the mean varied between (M = 4.34 and M = 5.24) and the 
standard deviation ranged from [SD = 1.001 to 1.508], indicating the respondents’ answer 
to the question, “I am proud of the work that I do”, generated the highest mean (M = 5.24) 
and the lowest standard deviation [SD = 1.001]. 
4.2.1.3 Descriptive statistics (EE – Absorption Scale) 
Table 10 represents the descriptive statistics for the UWES Absorption scale. 
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Table 10: Descriptive statistics per item for the Absorption scale 
 
Employee 
Engagement 
(EE) – 
Absorption 
 
Never 
Almost 
never / 
a few 
times 
or less 
Rarely / 
once a 
month 
or less 
Sometimes 
/ a few 
times a 
month 
Often/ 
once a 
week 
Very 
often / 
a few 
times a 
week 
Always 
/ every 
day 
Mean Standard Deviation 
Time flies when 
I’m working 
 
1,2% 1,6% 1,6% 8,0% 12,0% 38,6% 36,9% 4,92 1,230 
When I am 
working, I forget 
everything else 
around me 
 
2,0% 5,6% 6,7% 19,8% 20,6% 29,4% 15,9% 4,03 1,491 
I feel happy 
when I am 
working intensely 
 
0,8% 0,8% 6,0% 11,2% 16,7% 37,8% 26,7% 4,63 1,269 
I am immersed in 
my work 
 
 
0,8% 3,7% 9,3% 17,1% 39,0% 30,1% 4,80 1,127 
I get carried 
away when I am 
working 
 
1,2% 3,2% 6,8% 21,7% 21,3% 26,1% 19,7% 4,16 1,415 
It is difficult to 
detach myself 
from my job 
 
2,4% 7,3% 8,9% 17,3% 17,3% 25,4% 21,4% 4,02 1,640 
 
The highest percentage score indicates that 39% of respondents, when at work, very often/a 
few times a week are immersed in their work. In contrast, the lowest percentage score 
indicates that only 0.8% of respondents, when at work, never feel happy when they are 
working intensely, and almost never/a few times or less feel happy when they are working 
intensely or are immersed in their work. 
Table 10 above reflects that the mean varied between (M = 4.02 and M = 4.92) and the 
standard deviation ranged from [SD = 1.127 to 1.640], indicating the respondents’ answer 
to the question, “Time flies when I’m working”, generated the highest mean (M = 4.92) and 
“I am immersed in my work” the lowest standard deviation [SD = 1.127]. 
Next, the descriptive statistical results for Section C (leadership styles) will be presented. 
4.2.2 Descriptive statistics Path-Goal LS Theory 
4.2.2.1 Descriptive Statistics (Path-Goal LS Theory – Directive LS style) 
Table 11 represents the descriptive statistics for the Path-Goal LS Theory Directive LS style. 
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Table 11: Descriptive statistics per item for the Path-Goal LS Theory – Directive LS 
style 
 
Path-Goal 
Leadership – 
Directive 
Leadership Style 
 
Never Hardly Ever Seldom Occasionally Often Usually Always Mean 
Standard 
Deviation 
My immediate 
leader lets 
followers know 
what is expected 
of them. 
  
1,6% 2,0% 7,8% 15,6% 18,4% 21,9% 32,8% 5,44 1,497 
My immediate 
leader informs 
followers about 
what needs to be 
done and how it 
needs to be 
done. 
(%) 
 
1,2% 1,6% 4,7% 14,6% 17,3% 26,8% 33,9% 5,61 1,387 
My immediate 
leader asks 
followers to 
follow standard 
rules and 
regulations. 
(%) 
0,8% 1,2% 3,1% 10,9% 20,3% 24,2% 39,5% 5,79 1,290 
My immediate 
leader explains 
the level of 
performance that 
is expected of 
followers. (%) 
2,3% 2,0% 10,5% 15,6% 17,2% 21,1% 31,3% 5,32 1,581 
My immediate 
leader gives 
vague 
explanations of 
what is expected 
of followers on 
the job.  
(%) 
23,4% 21,5% 16,4% 13,3% 8,6% 8,6% 8,2% 3,21 1,920 
 
The highest percentage score indicates that 39.5% of respondents, when at work, always 
perceive their immediate leader asking followers to follow standard rules and regulations. In 
contrast, the lowest percentage score indicates that only 0.8% of respondents, when at 
work, never perceive their immediate leader asking followers to follow standard rules and 
regulations. 
Table 11 above reflects that the mean varied between (M = 3.21 and M = 5.79) and the 
standard deviation ranged from [SD = 1.290 to 1.920], indicating that the respondents’ 
answer to the question, “My immediate leader asks followers to follow standard rules and 
54 
 
regulations”, generated the highest mean (M = 5.79) and the lowest standard deviation [SD 
= 1.290]. 
4.2.2.2 Descriptive Statistics (Path-Goal LS Theory – Supportive LS style) 
Table 12 represents the descriptive statistics for the Path-Goal LS Theory Supportive LS 
style. 
Table 12: Descriptive statistics per item for the Path-Goal LS Theory – Supportive 
LS style 
 
Path-Goal 
Leadership – 
Supportive 
Leadership Style 
 
Never Hardly Ever Seldom Occasionally Often Usually Always Mean 
Standard 
Deviation 
My immediate 
leader maintains 
a friendly 
working 
relationship with 
followers. 
(%) 
0,4% 1,2% 5,4% 11,3% 19,8% 28,0% 33,9% 5,68 1,292 
My immediate 
leader does little 
things to make it 
pleasant to be a 
member of the 
group. 
(%) 
9,2% 7,6% 13,5% 15,5% 15,9% 25,5% 12,7% 4,49 1,834 
My immediate 
leader says 
things that hurt 
followers’ 
personal 
feelings. 
(%) 
38,7% 22,5% 11,9% 12,3% 8,7% 4,7% 1,2% 2,49 1,615 
My immediate 
leader helps 
followers 
overcome 
problems that 
stop them from 
carrying out their 
tasks. 
(%) 
3,9% 2,0% 11,0% 15,7% 16,9% 22,8% 27,6% 5,19 1,647 
My immediate 
leader behaves 
in a manner that 
is thoughtful of 
followers’ 
personal needs. 
(%) 
2,7% 3,1% 7,8% 14,4% 20,6% 19,1% 32,3% 5,33 1,597 
 
The highest percentage score indicates that 38.7% of respondents, when at work, never 
perceive their immediate leader saying things that hurt their followers’ feelings. In contrast, 
the lowest percentage score indicates that only 0.4% of respondents, when at work, never 
maintain a friendly working relationship with followers. 
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Table 12 above reflects that the mean varied between (M = 2.49 and M = 5.68) and the 
standard deviation ranged from [SD = 1.292 to 1.834], indicating that the respondents’ 
answer to the question, “My immediate leader maintains a friendly working relationship with 
followers”, generated the highest mean (M = 5.68) and the lowest standard deviation [SD = 
1.292]. 
4.2.2.3 Descriptive statistics (Path-Goal LS Theory – Participative LS style) 
Table 13 represents the descriptive statistics for the Path-Goal LS Theory Participative LS 
style. 
Table 13: Descriptive statistics per item for the Path-Goal LS Theory – Participative 
LS style 
 
Path-Goal 
Leadership – 
Participative 
Leadership Style 
 
Never Hardly Ever Seldom Occasionally Often Usually Always Mean 
Standard 
Deviation 
My immediate 
leader consults 
with followers 
when facing a 
problem. 
(%) 
1,6% 3,5% 7,8% 18,4% 13,7% 28,1% 27,0% 5,31 1,528 
My immediate 
leader listens 
receptively to 
followers’ ideas 
and suggestions. 
(%) 
1,6% 2,8% 6,7% 12,6% 16,2% 31,6% 28,5% 5,48 1,460 
My immediate 
leader acts 
without 
consulting 
his/her followers. 
(%) 
16,9% 15,4% 20,1% 17,7% 14,6% 9,8% 5,5% 3,49 1,769 
My immediate 
leader asks for 
suggestions from 
followers 
concerning how 
to carry out 
assignments. 
(%) 
4,0% 8,3% 15,4% 17,0% 20,6% 21,7% 13,0% 4,59 1,658 
My immediate 
leader asks 
followers for 
suggestions on 
what 
assignments 
should be made. 
(%) 
5,1% 9,8% 15,3% 22,4% 15,7% 20,0% 11,8% 4,41 1,692 
 
The highest percentage score indicates that 31.6% of respondents, when at work, usually 
perceive their immediate leader listening receptively to followers’ ideas and suggestions. In 
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contrast, the lowest percentage score indicates that only 1.64% of respondents, when at 
work, never perceive their immediate leader consulting with followers when facing a 
problem. 
Table 13 above reflects that the mean varied between (M = 3.49 and M = 5.48) and the 
standard deviation ranged from [SD = 1.460 to 1.692], indicating that the respondents’ 
response to the question, “My immediate leader listens receptively to followers’ ideas and 
suggestions”, generated the highest mean (M = 5.48) and the lowest standard deviation [SD 
= 1.460]. 
4.2.2.4 Descriptive statistics (Path-Goal LS Theory – Achievement-Oriented LS style) 
Table 14 represents the descriptive statistics for the Path-Goal LS Theory Achievement-
Oriented LS style. 
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Table 14: Descriptive statistics per item for the Path-Goal LS Theory – Achievement-
Oriented LS style 
 
Path-Goal 
Leadership –  
Achievement-
Oriented 
Leadership Style 
 
Never Hardly Ever Seldom Occasionally Often Usually Always Mean 
Standard 
Deviation 
My immediate 
leader lets 
followers know 
that he/she 
expects them to 
perform at their 
highest level. 
(%) 
2,4% 0,8% 4,7% 10,7% 15,4% 26,1% 39,9% 5,74 1,438 
My immediate 
leader sets goals 
for followers’ 
performance that 
are quite 
challenging. 
(%) 
4,4% 5,2% 10,7% 25,0% 17,9% 23,0% 13,9% 4,71 1,599 
My immediate 
leader 
encourages 
continual 
improvement in 
followers’ 
performance. 
(%) 
1,2% 2,8% 10,2% 14,6% 18,9% 25,6% 26,8% 5,31 1,494 
My immediate 
leader shows 
that he/she has 
doubts about 
followers’ ability 
to meet most 
objectives. 
(%) 
21,8% 17,5% 19,8% 21,4% 8,7% 7,5% 3,2% 3,13 1,671 
My immediate 
leader 
consistently sets 
challenging goals 
for followers to 
attain. 
5,4% 6,6% 18,7% 17,5% 18,7% 21,0% 12,1% 4,49 1,682 
 
The highest percentage score indicates that 39.9% of respondents, when at work, always 
perceive their immediate leader letting followers know that he/she expects them to perform 
at their highest level. In contrast, the lowest percentage score indicates that only 0.8% of 
respondents, when at work, hardly ever perceive their immediate leader letting followers 
know that he/she expects them to perform at their highest level. 
Table 14 reflects that the mean varied between (M = 3.13 and M = 5.74) and the standard 
deviation ranged from [SD = 1.438 to 1.682], indicating that the respondents’ answer to the 
question, “My immediate leader lets followers know that he/she expects them to perform at 
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their highest level”, generated the highest mean (M = 5.74) and the lowest standard 
deviation [SD = 1.438]. 
4.3 RELIABILITY STATISTICS FOR THEORETICAL CONSTRUCTS 
4.3.1 Reliability for UWES EE 
4.3.1.1 Reliability for UWES EE – all items 
Table 15 represents the reliability statistics for UWES EE – all items. 
Table 15: Reliability statistics for UWES EE – all items 
Reliability Statistics - UWES EE – All Items 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0,920 0,924 17 
 
The Cronbach’s alpha value for the UWES EE construct is well above the generally 
accepted minimum requirement criterion of α ≥ 0.70 (α = 0.924). 
Table 16 represents the UWES EE item total statistics – all items. 
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Table 16: Item total statistics for UWES EE – all items 
Item Total Statistics – UWES EE - All Items 
 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
B1V At my work, I feel bursting with energy 72,93 182,266 0,643 0,612 0,914 
B4V At my job, I feel strong and vigorous 72,87 178,373 0,746 0,677 0,912 
B8V When I get up in the morning, I feel like 
going to work 
72,89 174,767 0,748 0,682 0,911 
B12V I can continue working for very long 
periods at a time 
72,33 188,097 0,552 0,404 0,917 
B15V At my job, I am very resilient, mentally 72,63 185,429 0,575 0,543 0,916 
B17V At my work I always persevere, even 
when things do not go well 
72,35 190,019 0,497 0,407 0,918 
B2D I find the work that I do full of meaning 
and purpose 
72,46 181,689 0,692 0,666 0,913 
B5D I am enthusiastic about my job 72,52 178,070 0,766 0,727 0,911 
B7D My job inspires me 72,85 177,376 0,761 0,706 0,911 
B10D I am proud of the work that I do 72,00 186,077 0,669 0,624 0,914 
B13D To me, my job is challenging 72,88 185,519 0,431 0,291 0,921 
B3A Time flies when I’m working 72,35 184,048 0,568 0,397 0,916 
B6A When I am working, I forget everything 
else around me 
73,10 183,746 0,504 0,303 0,919 
B9A I feel happy when I am working 
intensely 
72,59 181,382 0,646 0,527 0,914 
B11A I am immersed in my work 72,43 183,413 0,670 0,531 0,914 
B14A I get carried away when I am working 73,02 181,126 0,604 0,569 0,915 
B16A It is difficult to detach myself from my 
job 
73,18 183,723 0,429 0,356 0,922 
 
4.3.1.2 Reliability for UWES EE – theoretical constructs 
Table 17 represents the reliability statistics for the UWES EE theoretical construct – Vigour. 
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Table 17: Reliability statistics for the UWES EE theoretical construct – Vigour 
Reliability Statistics - UWES EE – Vigour 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.827 0.825 6 
 
The Cronbach’s alpha value for the UWES EE theoretical construct – Vigour is well above 
the generally accepted minimum requirement criterion of α ≥ 0.70 (α = 0.825). 
Table 18 represents the UWES EE theoretical construct - Vigour’s item total statistics (all 
items). 
Table 18: Item total statistics for the UWES EE theoretical construct – Vigour (all 
items) 
Item Total Statistics – UWES EE - Vigour 
(All Items) 
 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
B1V At my work, I feel bursting with energy 23.04 20.403 0.622 0.554 0.794 
B4V At my job, I feel strong and vigorous 22.97 18.928 0.738 0.604 0.768 
B8V When I get up in the morning, I feel like 
going to work 
22.99 18.371 0.677 0.515 0.782 
B12V I can continue working for very long 
periods at a time 
22.46 22.341 0.511 0.291 0.816 
B15V At my job, I am very resilient, mentally 22.75 21.079 0.550 0.386 0.809 
B17V At my work I always persevere, even 
when things do not go well 
22.43 22.721 0.486 0.282 0.820 
 
Table 19 represents the reliability statistics for the UWES EE theoretical construct – 
Dedication. 
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Table 19: Reliability statistics for the UWES EE theoretical construct – Dedication 
Reliability Statistics - UWES EE - Dedication 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.836 0.852 5 
 
The Cronbach’s alpha value for the UWES EE theoretical construct – Dedication is well 
above the generally accepted minimum requirement criterion of α ≥ 0.70 (α = 0.852). 
Table 20 represents the UWES EE theoretical construct - Dedication’s item total statistics 
(all items). 
Table 20: Item total statistics for the UWES EE theoretical construct Dedication (all 
items) 
Item Total Statistics – UWES EE - 
Dedication (All Items) 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
B2D I find the work that I do full of meaning 
and purpose 
18.77 15.441 0.721 0.590 0.780 
B5D I am enthusiastic about my job 18.85 14.846 0.754 0.617 0.769 
B7D My job inspires me 19.15 14.653 0.737 0.613 0.773 
B10D I am proud of the work that I do 18.32 16.895 0.696 0.515 0.795 
B13D To me, my job is challenging 19.23 16.473 0.387 0.154 0.887 
 
Table 21 represents the reliability statistics for the UWES EE theoretical construct – 
Absorption. 
Table 21 
Reliability statistics for the UWES EE theoretical construct – Absorption 
Reliability Statistics - UWES EE - Absorption 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.778 0.785 6 
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The Cronbach alpha value for the UWES EE theoretical construct – Absorption is well 
above the generally accepted minimum requirement criterion of α ≥ 0.70 (α = 0.785). 
Table 22 represents the UWES EE theoretical construct – Absorption’s item total statistics 
(all items). 
Table 22: Item total statistics for the UWES EE theoretical construct – Absorption 
(all items) 
Item Total Statistics – UWES EE Absorption 
(All Items) 
 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
B3A Time flies when I’m working 21.66 23.692 0.482 0.265 0.755 
B6A When I am working, I forget everything 
else around me 
22.44 22.420 0.491 0.258 0.753 
B9A I feel happy when I am working 
intensely 
21.94 23.459 0.489 0.278 0.753 
B11A I am immersed in my work 21.75 23.114 0.623 0.390 0.726 
B14A I get carried away when I am working 22.36 21.184 0.636 0.439 0.715 
B16A It is difficult to detach myself from my 
job 
22.54 21.434 0.473 0.318 0.764 
 
4.3.2 Reliability for Path-Goal LS Theory 
4.3.2.1 Reliability for Path-Goal LS Theory – all items 
Table 23 represents the reliability statistics for Path-Goal LS Theory – all items. 
Table 23: Reliability statistics for Path-Goal LS Theory – all items 
Reliability Statistics – Path-Goal LS Theory – All Items 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0,928 0,934 20 
 
The Cronbach’s alpha value for the Path-Goal LS Theory construct is well above the 
generally accepted minimum requirement criterion of α ≥ 0.70 (α = 0.934). 
Table 24 represents the Path-Goal LS Theory item total statistics – all items. 
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Table 24: Item total statistics for Path-Goal LS Theory – all items 
Item Total Statistics – Path-Goal LS Theory 
- All Items 
 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
C1D My immediate leader lets followers 
know what is expected of them. 
96,2952 385,634 0,768 0,709 0,921 
C5D My immediate leader informs followers 
about what needs to be done and how it 
needs to be done. 
96,0749 389,724 0,769 0,697 0,922 
C9D My immediate leader asks followers to 
follow standard rules and regulations. 
95,9119 395,886 0,697 0,606 0,923 
C14D My immediate leader explains the 
level of performance that is expected of 
followers. 
96,3700 383,190 0,790 0,703 0,921 
r.c18d Reversed: My immediate leader 
gives vague explanations of what is 
expected of followers on the job. 
96,8678 406,257 0,313 0,326 0,932 
C2S My immediate leader maintains a 
friendly working relationship with followers. 
96,0132 392,907 0,762 0,704 0,922 
C8S My immediate leader does little things 
to make it pleasant to be a member of the 
group. 
97,2159 404,028 0,352 0,266 0,931 
r.c11s Reversed: My immediate leader says 
things that hurt followers’ personal feelings. 
96,2819 397,610 0,476 0,575 0,927 
C15S My immediate leader helps followers 
overcome problems that stop them from 
carrying out their tasks. 
96,5242 377,392 0,846 0,777 0,920 
C20S My immediate leader behaves in a 
manner that is thoughtful of followers’ 
personal needs. 
96,4053 380,003 0,823 0,789 0,920 
C3P My immediate leader consults with 
followers when facing a problem. 
96,3921 383,638 0,800 0,696 0,921 
C4P My immediate leader listens 
receptively to followers’ ideas and 
suggestions. 
96,2467 385,948 0,772 0,748 0,921 
r.c7p Reversed: My immediate leader acts 
without consulting his/her followers. 
97,2335 391,047 0,561 0,467 0,926 
C12P My immediate leader asks for 
suggestions from followers concerning how 
to carry out assignments. 
97,0881 388,444 0,657 0,646 0,924 
C17P My immediate leader asks followers 
for suggestions on what assignments 
should be made. 
97,3040 391,673 0,599 0,638 0,925 
C6A My immediate leader lets followers 
know that he/she expects them to perform 
at their highest level. 
95,9383 393,713 0,678 0,590 0,923 
C10A My immediate leader sets goals for 
followers’ performance that are quite 
challenging. 
96,9692 409,579 0,330 0,417 0,930 
C13A My immediate leader encourages 
continual improvement in followers’ 
performance. 
96,4009 384,932 0,800 0,709 0,921 
r.c16a Reversed: My immediate leader 
shows that he/she has doubts about 
followers’ ability to meet most objectives. 
96,8722 407,740 0,317 0,364 0,931 
C19A My immediate leader consistently 
sets challenging goals for followers to 
attain. 
97,2335 409,366 0,322 0,398 0,930 
 
4.3.2.2 Reliability for Path-Goal LS Theory – theoretical constructs 
Table 25 represents the reliability statistics for Path-Goal LS Theory theoretical construct – 
Directive LS style. 
64 
 
Table 25: Reliability statistics for Path-Goal LS Theory theoretical construct – 
Directive LS style 
Reliability Statistics – Path-Goal LS Theory – Directive LS 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.804 0.828 5 
 
The Cronbach’s alpha value for the Path-Goal LS Theory theoretical construct – Directive 
LS style is well above the generally accepted minimum requirement criterion of α ≥ 0.70 (α 
= 0.828). 
Table 26 represents the Path-Goal LS Theory theoretical construct – Directive LS style’s 
item total statistics (all items). 
Table 26: Item total statistics for Path-Goal LS Theory theoretical construct – 
Directive LS style (all items) 
Item Total Statistics – Path-Goal LS Theory 
Directive LS (All Items) 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
C1D My immediate leader lets followers 
know what is expected of them. 
21.4921 21.661 0.706 0.588 0.731 
C5D My immediate leader informs followers 
about what needs to be done and how it 
needs to be done. 
21.3016 22.164 0.736 0.595 0.726 
C9D My immediate leader asks followers to 
follow standard rules and regulations. 
21.1151 23.855 0.650 0.513 0.755 
C14D My immediate leader explains the 
level of performance that is expected of 
followers. 
21.5952 21.055 0.715 0.579 0.726 
r.c18d Reversed: My immediate leader 
gives vague explanations of what is 
expected of followers on the job. 
22.1468 24.532 0.286 0.096 0.882 
 
Table 27 represents the reliability statistics for Path-Goal LS Theory theoretical construct – 
Supportive LS style. 
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Table 27: Reliability statistics for Path-Goal LS Theory theoretical construct – 
Supportive LS style 
Reliability Statistics – Path-Goal LS Theory – Supportive LS 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.800 0.818 5 
 
The Cronbach’s alpha value for the Path-Goal LS Theory theoretical construct – 
Supportive LS style is well above the generally accepted minimum requirement criterion of 
α ≥ 0.70 (α = 0.818). 
Table 28 represents the Path-Goal LS Theory theoretical construct – Supportive LS style’s 
item total statistics (all items). 
Table 28: Item total statistics for Path-Goal LS Theory theoretical construct – 
Supportive LS style (all items) 
Item Total Statistics – Path-Goal LS Theory 
Supportive LS (All Items) 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
C2S My immediate leader maintains a 
friendly working relationship with followers. 
20.4056 25.678 0.755 0.609 0.724 
C8S My immediate leader does little things 
to make it pleasant to be a member of the 
group. 
21.6064 27.554 0.323 0.189 0.849 
r.c11s Reversed: My immediate leader says 
things that hurt followers’ personal feelings. 
20.6667 26.288 0.434 0.327 0.811 
C15S My immediate leader helps followers 
overcome problems that stop them from 
carrying out their tasks. 
20.9036 22.966 0.727 0.638 0.714 
C20S My immediate leader behaves in a 
manner that is thoughtful of followers’ 
personal needs. 
20.7711 22.403 0.807 0.705 0.689 
 
Table 29 represents the reliability statistics for Path-Goal LS Theory theoretical construct – 
Participative LS style. 
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Table 29: Reliability statistics for Path-Goal LS Theory theoretical construct – 
Participative LS style 
Reliability Statistics – Path-Goal LS Theory – Participative LS 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.846 0.851 5 
 
The Cronbach’s alpha value for the Path-Goal LS Theory theoretical construct – 
Participative LS style is well above the generally accepted minimum requirement criterion of 
α ≥ 0.70 (α = 0.818). 
Table 30 represents the Path-Goal LS Theory theoretical construct – Participative LS style’s 
item total statistics (all items). 
Table 30: Item total statistics for Path-Goal LS Theory theoretical construct – 
Participative LS style (all items) 
Item Total Statistics – Path-Goal LS Theory 
Participative LS (All Items) 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
C3P My immediate leader consults with 
followers when facing a problem. 
18.9878 27.188 0.720 0.585 0.798 
C4P My immediate leader listens 
receptively to followers’ ideas and 
suggestions. 
18.8455 27.396 0.725 0.588 0.797 
r.c7p Reversed: My immediate leader acts 
without consulting his/her followers. 
19.8374 28.275 0.481 0.261 0.865 
C12P My immediate leader asks for 
suggestions from followers concerning how 
to carry out assignments. 
19.6992 25.762 0.730 0.597 0.792 
C17P My immediate leader asks followers 
for suggestions on what assignments 
should be made. 
19.8821 26.668 0.649 0.545 0.815 
 
Table 31 represents the reliability statistics for Path-Goal LS Theory theoretical construct – 
Achievement-Oriented LS style. 
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Table 31: Reliability statistics for Path-Goal LS Theory theoretical construct – 
Achievement-Oriented LS style 
Reliability Statistics – Path-Goal LS Theory – Achievement-
Oriented LS 
Cronbach's Alpha 
Cronbach's 
Alpha Based on 
Standardised 
Items 
N of Items 
0.635 0.658 5 
 
The Cronbach’s alpha value for the Path-Goal LS Theory theoretical construct – 
Achievement-Oriented LS style is just below the generally accepted minimum requirement 
criterion of α ≥ 0.70 (α = 0.658). 
Table 32 represents the Path-Goal LS Theory theoretical construct – Achievement-Oriented 
LS style’s item total statistics (all items). 
Table 32: Item total statistics for Path-Goal LS Theory theoretical construct – 
Achievement-Oriented LS style (all items) 
Item Total Statistics – Path-Goal LS Theory 
Achievement-Oriented (All Items) 
Scale Mean 
if Item 
Deleted 
Scale 
Variance if 
Item 
Deleted 
Corrected 
Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's 
Alpha if 
Item 
Deleted 
C6A My immediate leader lets followers 
know that he/she expects them to perform 
at their highest level. 
19.2358 17.365 0.571 0.422 0.500 
C10A My immediate leader sets goals for 
followers’ performance that are quite 
challenging. 
20.2480 17.681 0.448 0.363 0.552 
C13A My immediate leader encourages 
continual improvement in followers’ 
performance. 
19.6789 16.439 0.626 0.453 0.467 
r.c16a Reversed: My immediate leader 
shows that he/she has doubts about 
followers’ ability to meet most objectives. 
20.2236 22.280 0.052 0.114 0.749 
C19A My immediate leader consistently 
sets challenging goals for followers to 
attain. 
20.4837 18.210 0.371 0.308 0.591 
 
4.4 EXPLORATORY FACTOR ANALYSIS (EFA) 
Exploratory Factor Analysis (EFA) is not designed to test hypothesis (Pallant, 2012, p.181), 
but reduces large sets of data into smaller components and refines the test scale to enable 
the researcher to use the results in further statistical analysis. The scale used to validate the 
theoretical Path-Goal LS Theory LS styles needed further analysis and after consultation 
between the researcher, the research supervisor and the University of Johannesburg’s (UJ) 
STATKON Department it was decided to also subject the UWES EE scale to EFA. First, the 
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EFA result obtained for the construct UWES EE will be explained, after which the subscales 
(Vigour; Dedication; and Absorption) will be dealt with. This will be followed by a discussion 
on the outcomes obtained for the Path-Goal LS Theory (Directive LS style; Supportive LS 
style; Participative LS style; and Achievement-Orientated LS style). 
4.4.1 EFA UWES EE – All Items 
The UWES (EE) scale was subjected to Principle Component Analysis (PCA). The Kaiser-
Meyer-Olkin (KMO) measure of Sampling Adequacy and the Bartlett’s Test of Sphericity 
was also applied to check the suitability of the data set for factor analysis. The KMO value 
was (0.920) and Bartlett’s Test of Sphericity was significant (p = 0.000) for the first run. 
As the KMO was above 0.6 and Bartlett’s test was significant (p = 0.000), the scale was 
suitable for factor analysis. However, PCA indicated two factors thus it was decided to 
remove the weak items (below 0.3). One factor emerged with eigenvalues exceeding 1, 
which explained 100% of the variance. Figure 8 presents the scree plot clearing showing 
the emergence of one factor, while Table 33 shows the KMO and Bartlett’s Test for UWES 
EE (WIR). 
Table 33: KMO and Bartlett’s Test for UWES EE (WIR) 
KMO and Bartlett's Test – UWES EE – WIR 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0,920 
Bartlett's Test of Sphericity Approx. Chi-Square 1596,776 
Df 55 
Sig. 0,000 
 
Table 34 represents the Total Variance for UWES EE (WIR). 
Table 34: Total Variance for UWES EE (WIR) 
Total Variance Explained – UWES EE – WIR 
Factor 
Initial Eigenvalues Extraction Sums of Squared Loadings 
Total % of Variance Cumulative % Total 
% of 
Variance Cumulative % 
1 6,363 57,846 57,846 5,940 54,004 54,004 
2 0,946 8,599 66,445       
3 0,778 7,076 73,521       
4 0,626 5,694 79,215       
5 0,497 4,518 83,734       
6 0,419 3,809 87,543       
7 0,382 3,472 91,015       
8 0,307 2,787 93,803       
9 0,257 2,335 96,138       
10 0,241 2,188 98,326       
11 0,184 1,674 100,000       
Extraction Method: Principal Axis Factoring. 
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Table 35 represents the Factor Matrix UWES EE (WIR). 
Table 35: Factor Matrix for UWES EE (WIR) 
Factor Matrixa 
Factor Matrix - WIR - 11 Item Employee Engagement (EE) 
1 factors extracted / 4 iterations required 
Factor 
1 
B5D I am enthusiastic about my job 0,866 
B7D My job inspires me 0,846 
B4V At my job, I feel strong and vigorous 0,816 
B8V When I get up in the morning, I feel like going to work 0,799 
B2D I find the work that I do full of meaning and purpose 0,782 
B1V At my work, I feel bursting with energy 0,738 
B10D I am proud of the work that I do 0,722 
B9A I feel happy when I am working intensely 0,687 
B11A I am immersed in my work 0,639 
B3A Time flies when I’m working 0,596 
B14A I get carried away when I am working 0,509 
Extraction Method: Principal Axis Factoring. 
a. 1 factors extracted. 4 iterations required. 
 
Figure 8: Independent Variable Scree Plot – UWES EE (WIR) 
 
4.4.2 EFA Path-Goal LS Theory – All Items 
The Path-Goal LS Theory was subjected to PCA, and the KMO measure of Sampling 
Adequacy and the Bartlett’s Test of Sphericity was also applied to check the suitability of 
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the data set for factor analysis. The KMO value was (0.940) and Bartlett’s Test of Sphericity 
was significant (p = 0.000) for the first run. 
As the KMO was above 0.6 and Bartlett’s test was significant (p = 0.000), the scale was 
suitable for factor analysis. However, PCA indicated three factors thus it was decided to 
remove the weak items (below 0.3). Two factors emerged with eigenvalues exceeding 1, 
which explained 100% of the variance. Figure 9 presents the scree plot clearing showing 
the emergence of two factors. 
Table 36 shows KMO and Bartlett’s Test for Path-Goal LS Theory (WIR). 
Table 36: KMO and Bartlett’s Test for Path-Goal LS Theory (WIR) 
KMO and Bartlett's Test – Path-Goal LS Theory – WIR 
Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0,945 
Bartlett's Test of Sphericity Approx. Chi-Square 2559,672 
df 91 
Sig. 0,000 
 
Table 37 shows the Total Variance for Path-Goal LS Theory (WIR). 
Table 37: Total Variance for Path-Goal LS Theory (WIR) 
Total Variance Explained – Path-Goal LS Theory – WIR 
Factor 
Initial Eigenvalues Extraction Sums of Squared Loadings 
Rotation 
Sums of 
Squared 
Loadingsa 
Total % of Variance 
Cumulative 
% Total 
% of 
Variance 
Cumulative 
% Total 
1 8,471 60,508 60,508 8,138 58,126 58,126 7,634 
2 1,155 8,249 68,757 0,718 5,129 63,254 5,626 
3 0,934 6,671 75,428         
4 0,553 3,953 79,381         
5 0,480 3,428 82,809         
6 0,429 3,067 85,875         
7 0,345 2,461 88,337         
8 0,318 2,271 90,608         
9 0,285 2,039 92,647         
10 0,250 1,786 94,433         
11 0,225 1,605 96,037         
12 0,219 1,563 97,601         
13 0,186 1,325 98,926         
14 0,150 1,074 100,000         
Extraction Method: Principal Axis Factoring. 
a. When factors are correlated, sums of squared loadings cannot be added to obtain a total variance. 
 
Table 38 shows the Factor Matrix Path-Goal LS Theory (WIR). 
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Table 38: Factor Matrix for Path-Goal LS Theory (WIR) 
Factor Matrixa 
Factor Matrix - WIR - 14 Item Path-Goal Leadership Behaviour and Style 
2 factors extracted / 7 iterations required 
Factor 
1 2 
C15S My immediate leader helps followers overcome problems that stop 
them from carrying out their tasks. 
0,868 -0,009 
C20S My immediate leader behaves in a manner that is thoughtful of 
followers’ personal needs. 
0,846 -0,257 
C13A My immediate leader encourages continual improvement in followers’ 
performance. 
0,831 0,157 
C4P My immediate leader listens receptively to followers’ ideas and 
suggestions. 
0,823 -0,376 
C3P My immediate leader consults with followers when facing a problem. 0,820 -0,137 
C1D My immediate leader lets followers know what is expected of them. 0,811 0,105 
C14D My immediate leader explains the level of performance that is 
expected of followers. 
0,810 0,219 
C5D My immediate leader informs followers about what needs to be done 
and how it needs to be done. 
0,800 0,063 
C2S My immediate leader maintains a friendly working relationship with 
followers. 
0,773 -0,243 
C9D My immediate leader asks followers to follow standard rules and 
regulations. 
0,731 0,289 
C6A My immediate leader lets followers know that he/she expects them to 
perform at their highest level. 
0,716 0,309 
C12P My immediate leader asks for suggestions from followers concerning 
how to carry out assignments. 
0,683 -0,150 
C17P My immediate leader asks followers for suggestions on what 
assignments should be made. 
0,649 -0,117 
C10A My immediate leader sets goals for followers’ performance that are 
quite challenging. 
0,380 0,361 
Extraction Method: Principal Axis Factoring. 
a. 2 factors extracted. 7 iterations required. 
 
 
 
 
 
 
 
72 
 
Figure 9: Independent Variable Scree Plot – Path-Goal LS Theory (WIR) 
 
4.5 CONFIRMATORY FACTOR ANALYSIS (CFA) 
With the weak items removed, it was decided to proceed with a confirmatory factory analysis 
to compare results. Table 39 represents the CFA (goodness of–fit-statistics) results obtained 
after the weak items were removed from all the scales. 
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Table 39: Confirmatory Factor Analysis Results (WIR) goodness of-fit-statistics  
Model   Cases 
Normalised 
estimate 
Yuan, 
Lambert and 
Fouladis 
coefficient 
Chi 
Square df Chisq/df p NFI NNFI CFI 
RMSEA 
(95% 
confidence 
intervals) 
Engagement 
model 1 single 
factor 
Maximum 
likelihood 
253 42,3 314,731 119 2,6 0,000 0,804 0,848 0,867 0.081 (0.070-
0.091) 
Engagement 
model 2 three 
sub-factor 
model 
Maximum 
likelihood 
253 42,3 278,208 116 2,4 0,000 0,827 0,871 0,89 0.074 (0.063-
0.086) 
Engagement 
model 3 three 
sub-factor 
model with 
weak items 
removed 
 
Maximum 
likelihood 
253 36,6 89,676 41 2,2 0,000 0,906 0,927 0,946 0.067 (0.048-
0.088) 
Path goal 
model 1 single 
factor 
Maximum 
likelihood 253 30.1 618.109 170 3.6 0.000 0.774 0.803 0.824 
0.101 (0.093-
0.110) 
Path goal 
model 2 four 
sub-factor 
model 
Maximum 
likelihood 253 30.1 546.739 164 3.3 0.000 0.800 0.826 0.85 
0.095 (0.086-
0.104) 
Path goal 
model 3 four 
sub-factor 
model with 
Maximum 
likelihood 253 36.6 188.305 71 2.7 0.000 0.906 0.922 0.939 
0.080 (0.066-
0.094) 
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weak items 
removed 
 
75 
 
CFA was determined using the new structures extracted from EFA. Hair, William, Barry and 
Rolph (2010, pp.379-380) explained the goodness-of-fit statistics as per the steps outlined 
below:  
a. Chi-square divided by degrees of freedom (df), where values below 2 indicate an 
acceptable fit. 
b. Three incremental fit indices: 
i. Normed fit index, the closer to 1 the better the fit. 
ii. Non-Normed fit index (NNFI), also known as the Tucker-Lewis Index (TLI), 
closer to 1, and < 0.95 indicates a good fit. 
iii. Comparative fit index (CFI), scores above .9 indicate a good fit. 
c. For the absolute fit index, the root mean square error of approximation (RMSEA) is used. 
RMSEA decreases as goodness-of-fit improves, with scores greater than 0.10 indicating 
a poor fit, 0.80 to 0.10 indicating a mediocre fit, 0.60 to 0.80 indicating an acceptable fit, 
and a score below 0.60 indicating a good fit (Byrne, 2010, p.80; Hair et al., 2010, p.579; 
Hu and Bentler, 1999, p.6). 
4.5.1 CFA UWES EE 
Model 1: The construct EE (one factor) the Chi-square / df score indicates an acceptable fit 
(2.6 > 2). The scores on the incremental fit indices (NFI = 0.804; NNFI = 0.848; CFI = 0.867) 
indicate an acceptable fit. The RMSEA value is 0.081 with a confidence interval of 0.070 to 
0.091, which is slightly above the acceptable level of (0.08) and indicates that the items of 
the EE construct may need closer analysis by removing the identified weak items to secure 
a better fit.  
Model 2: Three sub -factor Model EE (Vigour; Dedication; and Absorption) the Chi-square / 
df score indicates an acceptable fit (2.4 > 2). The scores on the incremental fit indices (NFI 
= 0.827; NNFI = 0.871; CFI = 0.89) indicate an acceptable fit. The RMSEA value is 0.074 
with a confidence interval of 0.063 to 0.086, which is acceptable but and below the 
acceptable level (0.08). However, the construct may improve by removing weak items.  
Thus, the following weak items, F1 b12v b15v b17v, F2 b13d, F3 b16a b6a r2 (less than 
0.300), were removed to yield the following results: 
Model 3 (weak items removed): This is a three sub-factor Model EE (Vigour; Dedication; 
and Absorption) the Chi-square / df score indicates an acceptable fit (2.2 > 2). The scores 
on the incremental fit indices (NFI = 0.906; NNFI = 0.927; CFI = 0.946) indicate an 
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acceptable fit. The RMSEA value is 0.067 with a confidence interval of 0.048 to 0.088, which 
is below the acceptable level of (0.08) and thus has an acceptable goodness-of-fit.  
4.5.2 CFA Path-Goal LS Theory 
Model 1: The construct Path Goal (one factor) the Chi-square / df score indicates an 
acceptable fit (3.6 > 2), however the scores on the incremental fit indices (NFI = 0.774; NNFI 
= 0.803; CFI = 0.824) indicate an unacceptable fit. The RMSEA value is 0.101 with a 
confidence interval of 0.093 to 0.110, which is above the acceptable level of (0.08) and thus 
indicates that the items of the EE construct need closer analysis. The theoretical four factors 
(Directive LS style; Supportive LS style; Participative LS style; and Achievement-Oriented 
LS style) were used to proceed with Model 2 testing. 
Model 2: Four sub-factor Path-Goal LS Theory (Directive LS style; Supportive LS style; 
Participative LS style; and Achievement-Oriented LS style) the Chi-square / df score 
indicates an acceptable fit (3.3 > 2). The scores on the incremental fit indices (NFI = 0.808; 
NNFI = 0.826; CFI = 0.85) indicate an acceptable fit. The RMSEA value is 0.095 with a 
confidence interval of 0.086 to 0.104, which is unacceptable and above the acceptable level 
(0.08). However, the construct may be improved by removing weak items, thus the following 
weak items, F1 r.c18d, F2 cs8, .c11s, F3 rc7p, rc16a, c19a low r2 (less than 0.300), were 
removed to proceed with Model 3 testing. 
Model 3: Four sub-factor Path-Goal LS Theory (Directive LS style; Supportive LS style; 
Participative LS style; and Achievement-Oriented LS style) weak items were removed. The 
Chi-square / df score indicates an acceptable fit (2.7 > 2). The scores on the incremental fit 
indices (NFI = 0.906; NNFI = 0.922; CFI = 0.939) also indicate an acceptable fit. The RMSEA 
value is 0.080 with a confidence interval of 0.066 to 0.094, which is acceptable and below 
the acceptable level (0.08), which is equal to the acceptable level of (0.08) and an 
acceptable goodness-of-fit.  
The EFA and CFA results showed acceptable fit and further statistical analysis could be 
performed. The researcher decided to use EE (three factor model) and Path-Goal LS Theory 
four factor model to test the relationship between the Path-Goal LS Theory LS styles and 
EE. 
4.6 BIVARIATE CORRELATION ANALYSIS 
Correlation is a widely used term in statistics that is derived from the Latin word Triticum, 
which means relation (Statistics Solutions, 2018), and is generally used to describe the 
relationship between two variables (Saunders et al., 2009, p.589). Correlation analysis 
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specifically aims to determine the level of correlation between two or more variables 
(Kothari, 2004, p.130). 
To test the following hypotheses, Pearson Product-Moment Correlation was applied: 
• H3: There is a relationship (correlation) between Directive LS style and EE. 
• H4: There is a relationship (correlation) between Supportive LS style and EE. 
• H5: There is a relationship (correlation) between Participative LS style and EE. 
• H6: There is a relationship (correlation) between Achievement-Orientated LS style and EE. 
Pearson Product-Moment Correlation Criteria score ranges can be interpreted as follows, 
weak r = 0.10 to 0.29; moderate = r = 0.30 to 0.49; and strong r = 0.50 to 0.1. Table 40 
presents the outcome, below which an interpretation is provided. Although Spearman rank 
order correlation was also applied, the results are not reported as they did not differ from 
the Pearson Product-Moment Correlation results. 
Table 40 represents the Pearson Product-Moment Correlation. 
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Table 40: Pearson Product-Moment Correlation 
Correlations - WIR - Path-Goal LS 
Behaviour and Styles Relating To UWES 
EE 
engagement_wir 
Engagement 
(weak items 
removed) 
vigour_wir 
Vigour (weak 
items b12v, 
b15v, b17v 
removed) 
dedication_wir 
Dedication 
(weak item 
b13d removed) 
absorption_wir 
Adsorption 
(weak items 
b16a b6a 
removed) 
pathgoal_wir Path 
goal leadership (weak 
items removed) 
Pearson 
Correlation 
0,369 0,364 0,371 0,247 
Sig. (2-tailed) 0,000 0,000 0,000 0,000 
N 253 253 253 253 
directive_wir Directive 
(weak item r.c18d 
removed) 
Pearson 
Correlation 
0,301 0,286 0,303 0,211 
Sig. (2-tailed) 0,000 0,000 0,000 0,001 
N 253 253 253 253 
supportive_wir 
Supportive (weak 
items c8s r.c11s 
removed) 
Pearson 
Correlation 
0,344 0,375 0,333 0,212 
Sig. (2-tailed) 0,000 0,000 0,000 0,001 
N 253 253 253 253 
participative_wir 
Participative (weak 
item r.c7p removed) 
Pearson 
Correlation 
0,380 0,371 0,396 0,243 
Sig. (2-tailed) 0,000 0,000 0,000 0,000 
N 253 253 253 253 
achieveorient_wir 
Achievement 
orientation (weak 
items r.c16a c19a 
removed) 
Pearson 
Correlation 
0,246 0,223 0,242 0,187 
Sig. (2-tailed) 0,000 0,000 0,000 0,003 
N 253 253 253 253 
 
• H3: There is a relationship (correlation) between Directive LS style and EE. 
In Table 40, the Directive LS style scores show a significantly moderate positive correlation 
with EE (N = 253; r = 0.301; p = 0.000). An increase in the Directive Leadership score can 
therefore be related to an increase in EE score. Therefore, Path-Goal LS Theory assists to 
explain (0.301x0.301) 9% of the variance in the respondents’ scores on the EE scale. 
Hypothesis H3 above is thus accepted. 
• H4: There is a relationship (correlation) between Supportive LS style and EE. 
In Table 40, the Supportive LS style scores show a significantly moderate positive 
correlation with EE (N = 253; r = 0.344; p = 0.000). An increase in the Supportive LS style 
score can therefore be related to an increase in EE score. Therefore, Path-Goal LS Theory 
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assists to explain (0.344x0.344) 11.8% of the variance in respondents’ scores on the EE 
scale. Hypothesis H4 is thus accepted. 
• H5: There is a relationship (correlation) between Participative LS style and EE. 
In Table 40, the Participative LS style scores show a significantly moderate positive 
correlation with EE (N = 253; r = 0.380; p = 0.000). An increase in the Participative LS style 
score can therefore be related to an increase in EE score. Therefore, the Participative LS 
style assists to explain (0.380x0.380) 14.4% of the variance in the respondents’ scores on 
the EE scale. Hypothesis H5 is thus accepted. 
• H6: There is a relationship (correlation) between Achievement-Orientated LS style and EE. 
In Table 40, the Achievement-Oriented LS style scores show a significantly weak positive 
correlation with EE (N = 253; r = 0.246; p = 0.000). An increase in the Achievement-Oriented 
LS style score can therefore be related to an increase in EE score. Therefore, the 
Achievement-Oriented LS style assists to explain (0.246x0.246) 6% of the variance in 
respondents’ scores on the EE scale. Hypothesis H6 is thus accepted. 
Figure 10 below is presented to further illustrate and captured relationship. 
Figure 10: Bivariate correlation analysis – captured relationships 
 
Although not part of the original hypothesis set, additional hypotheses were formulated to 
determine differences between groups.  
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4.7 T-TEST 
A t-test was required to compare the mean scores between age groups and leadership 
styles (Directive LS style; Supportive LS style; Participative LS style; and Achievement-
Orientated LS style) experienced by the respondents, as well as the difference in the scores 
of the various age groups in EE (Vigour; Dedication; and Absorption).  For this purpose, an 
independent sample t-test was used (Pallant, 2012). The additional hypotheses formulated 
were:  
• H7: There is a significant difference between the age group scores for the Path-Goal 
LS Theory LS styles (Directive LS style; Supportive LS style; Participative LS style; 
and Achievement-Orientated LS style). 
• H8: There is a significant difference between the age group scores for EE (Vigour; 
Dedication; and Absorption). 
Table 41 presents the Group Statistics, after which the results of the independent t–test is 
presented in Table 42. 
Table 41: Group statistics 
A2 Gender N Mean Std. Deviation 
Std. Error 
Mean 
pathgoal_wir Path goal 
leadership (weak items removed) 
Male 90 75.4000 12.95090 1.36514 
Female 166 72.0964 17.45721 1.35494 
directive_wir Directive (weak item 
r.c18d removed) 
Male 90 22.5889 4.38305 0.46201 
Female 166 21.7048 5.28264 0.41001 
supportive_wir Supportive (weak 
items c8s r.c11s removed) 
Male 90 16.3556 3.60184 0.37967 
Female 166 16.0241 4.39828 0.34137 
participative_wir Participative 
(weak item r.c7p removed) 
Male 90 20.2889 4.51774 0.47621 
Female 166 19.1928 5.88157 0.45650 
achieveorient_wir Achievement 
orientation (weak items r.c16a 
c19a removed) 
Male 90 16.1667 3.12385 0.32928 
Female 166 15.1747 4.04365 0.31385 
engagement_wir Engagement 
(weak items removed) 
Male 89 52.6629 8.92258 0.94579 
Female 163 48.8834 10.74818 0.84186 
vigour_wir Vigour (weak items 
b12v, b15v, b17v removed) 
Male 89 13.9213 3.07196 0.32563 
Female 163 12.4294 3.58145 0.28052 
dedication_wir Dedication (weak 
item b13d removed) 
Male 89 19.9551 3.39421 0.35979 
Female 163 18.6012 4.47840 0.35078 
absorption_wir Adsorption (weak 
items b16a b6a removed) 
Male 89 18.7865 3.62276 0.38401 
Female 163 17.8528 4.13840 0.32414 
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Table 42: Independent sample test 
Independent Samples Test 
  
Levene's Test 
for Equality of 
Variances t-test for Equality of Means 
F Sig. t df 
Sig. 
(2-
tailed) 
Mean 
Difference 
Std. Error 
Difference 
95% Confidence 
Interval of the 
Difference 
Lower Upper 
pathgoal_wir 
Path goal 
leadership 
(weak items 
removed) 
Equal variances assumed 9.969 0.002 1.575 254 0.116 3.30361 2.09745 -0.82700 7.43422 
Equal variances not assumed     1.718 230.213 0.087 3.30361 1.92341 -0.48611 7.09334 
directive_wir 
Directive (weak 
item r.c18d 
removed) 
Equal variances assumed 6.492 0.011 1.355 254 0.177 0.88407 0.65267 -0.40126 2.16940 
Equal variances not assumed     1.431 213.095 0.154 0.88407 0.61771 -0.33354 2.10168 
supportive_wir 
Supportive 
(weak items c8s 
r.c11s removed) 
Equal variances assumed 6.493 0.011 0.612 254 0.541 0.33146 0.54150 -0.73494 1.39786 
Equal variances not assumed     0.649 215.204 0.517 0.33146 0.51057 -0.67490 1.33782 
participative_wi
r Participative 
(weak item r.c7p 
removed) 
Equal variances assumed 6.949 0.009 1.538 254 0.125 1.09612 0.71246 -0.30697 2.49920 
Equal variances not assumed     1.662 225.165 0.098 1.09612 0.65967 -0.20380 2.39604 
achieveorient_
wir Achievement 
orientation 
(weak items 
r.c16a c19a 
removed) 
Equal variances assumed 9.055 0.003 2.022 254 0.044 0.99197 0.49051 0.02599 1.95795 
Equal variances not assumed     2.181 224.305 0.030 0.99197 0.45489 0.09556 1.88838 
engagement_wi
r Engagement 
(weak items 
removed) 
Equal variances assumed 3.384 0.067 2.827 250 0.005 3.77949 1.33685 1.14656 6.41241 
Equal variances not assumed     2.985 210.804 0.003 3.77949 1.26620 1.28346 6.27551 
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vigour_wir 
Vigour (weak 
items b12v, 
b15v, b17v 
removed) 
Equal variances assumed 3.255 0.072 3.319 250 0.001 1.49190 0.44954 0.60653 2.37727 
Equal variances not assumed     3.471 205.579 0.001 1.49190 0.42980 0.64453 2.33927 
dedication_wir 
Dedication 
(weak item b13d 
removed) 
Equal variances assumed 8.131 0.005 2.488 250 0.014 1.35383 0.54424 0.28194 2.42572 
Equal variances not assumed     2.694 224.580 0.008 1.35383 0.50248 0.36364 2.34401 
absorption_wir 
Adsorption 
(weak items 
b16a b6a 
removed) 
Equal variances assumed 1.468 0.227 1.787 250 0.075 0.93376 0.52252 -0.09535 1.96286 
Equal variances not assumed     1.858 202.290 0.065 0.93376 0.50253 -0.05711 1.92462 
 
 
To interpret the results three sets of criteria were used. 
Criteria one: Levene’s test for equality of variances stipulates that if the Sig value for 
Levene’s Test is greater than 0.5, the equal variance assumed value should be used as 
equal variances are assumed for the group. If the Sig value for Levene’s Test is less than 
0.5, the equal variances not assumed valued must be used to compensate for the fact 
(alternative t-test). This implies that the variances for the males and females are not the 
same (Pallant, 2012, p.239).  
Criteria two: The Sig.2 (2-tailed) value must be equal or less than 0.05. This implies a 
significant difference in the mean scores of the dependent variable (EE). 
Applying criteria one of Levene’s test for equality of variances showed that equal variances 
are not assumed (Levene’s test = p > 0.05) for Path-Goal LS Theory and the four sub-factors 
variances for males and females. Therefore, the alternative t-test results were used to 
explain the results. 
The results of the independent samples t-test (equal variances not assumed) conducted to 
compare the Path-Goal LS Theory experienced by males and females revealed the following 
(see Table 41):  
• There was no significant difference in scores for Path-Goal LS Theory LS styles 
experienced for males (M = 75.40, SD = 12.95) and females (M = 72.09, SD = 17.45); 
t (230.21) = 1.718, p = 0.087, two-tailed).  
The results of the sub-factors (Directive LS style; Supportive LS style; Participative LS style; 
and Achievement-Orientated LS style) independent samples t-test conducted to determine 
the difference in scores between males and females revealed that there was no significant 
difference (Table 41). Analysing the scores for the Achievement-Oriented LS style revealed 
the following: 
• There is a significant difference in the Achievement-Oriented LS style practiced by 
leaders, as per the scores for males (M = 16.166, SD = 3.12) and females (M = 72.09, 
SD = 17.45); t (254) = 2.181; p= 0.030, two-tailed.  
The results of the independent samples t-test conducted to compare the EE scores for males 
and females showed that Levene’s test for equality of variances meet the criteria (Levene’s 
test = p < 0.05), thus assuming that equal variances apply for males and females. The 
following was found: 
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• There is a significant difference in EE scores for males (M = 52.66, SD = 8.92) and 
females (M = 48.88, SD = 10.74); t (250) = 2.827, p= 0.005, two-tailed).  
• There is a significant difference in Vigour scores for males (M = 13.92, SD = 3.07) 
and females (M = 12.42, SD = 3.58); t (250) = 3.319, p= 0.001, two-tailed). 
Further analysis of the sub-scores showed no significant difference in absorption scores for 
males (M = 18.78, SD = 3.62) and females (M = 17, 85, SD = 4.13); t (250) = 1.787, p = 
0.075, two-tailed). 
4.8 ONE WAY ANALYSIS OF VARIANCE 
An Analysis of Variance (ANOVA) compared the variabilities in scores between the different 
age groups and different leadership style (Directive LS style; Supportive LS style; 
Participative LS style; and Achievement-Orientated LS style) scores. The respondents were 
divided into four age groups - Group 1: 20-30 years; Group 2: 31-40; Group 3: 41-50; Group 
4: 51 and older.  
An ANOVA was also conducted to compare the variabilities in scores between the different 
age groups and EE scores and the scores of the sub-constructs (vigour, dedication and 
Absorption). First the descriptive results are presented, after which Levene’s test for 
homogeneity of variance, ANOVA and lastly the post-hoc test results are provided. Only 
significant results are reported on. 
The following hypotheses were stated: 
H9: There is a significant difference in age group scores for Path-Goal LS Theory LS styles 
(Directive LS style; Supportive LS style; Participative LS style; and Achievement-Orientated 
LS style). 
H10: There is a significant difference in age group scores for EE (Vigour; Dedication; and 
Absorption).  
The results are reported below. 
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Table 43: Descriptive results  
  N Mean 
Std. 
Deviation 
Std. 
Error 
95% 
Confidence 
Interval for 
Mean 
Minimum Maximum 
Lower 
Bound 
Upper 
Bound 
pathgoal_wir 
Path goal 
leadership 
(weak items 
removed) 
20-30 
years 
old 
81 74.68 14.49 1.61 71.48 77.88 24.00 98.00 
31-40 
years 
old 
93 74.39 15.84 1.64 71.13 77.65 33.00 98.00 
41-50 
years 
old 
46 70.98 18.22 2.69 65.57 76.39 19.00 98.00 
51 years 
or older 
36 69.78 16.82 2.80 64.09 75.47 30.00 97.00 
Total 256 73.22 16.05 1.00 71.24 75.19 19.00 98.00 
directive_wir 
Directive 
(weak item 
r.c18d 
removed) 
20-30 
years 
old 
81 22.77 4.41 0.49 21.79 23.74 8.00 28.00 
31-40 
years 
old 
93 21.90 5.16 0.54 20.84 22.97 8.00 28.00 
41-50 
years 
old 
46 21.48 5.77 0.85 19.77 23.19 4.00 28.00 
51 years 
or older 
36 21.33 4.74 0.79 19.73 22.94 11.00 28.00 
Total 256 22.02 5.00 0.31 21.40 22.63 4.00 28.00 
supportive_wir 
Supportive 
(weak items 
c8s r.c11s 
removed) 
20-30 
years 
old 
81 16.60 3.82 0.42 15.76 17.45 3.00 21.00 
31-40 
years 
old 
93 16.71 3.87 0.40 15.91 17.51 7.00 21.00 
41-50 
years 
old 
46 15.17 4.50 0.66 13.84 16.51 4.00 21.00 
51 years 
or older 
36 14.81 4.57 0.76 13.26 16.35 6.00 21.00 
Total 256 16.13 4.13 0.26 15.62 16.64 3.00 21.00 
participative_w
ir Participative 
(weak item 
r.c7p 
removed) 
20-30 
years 
old 
81 19.56 5.28 0.59 18.39 20.72 4.00 28.00 
31-40 
years 
old 
93 20.14 5.27 0.55 19.05 21.23 7.00 28.00 
41-50 
years 
old 
46 18.98 6.18 0.91 17.14 20.81 4.00 28.00 
51 years 
or older 
36 18.83 5.36 0.89 17.02 20.65 6.00 27.00 
Total 256 19.56 5.45 0.34 18.89 20.23 4.00 28.00 
achieveorient_
wir 
Achievement 
20-30 
years 
old 
81 15.75 3.56 0.40 14.97 16.54 6.00 21.00 
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orientation 
(weak items 
r.c16a c19a 
removed) 
31-40 
years 
old 
93 15.63 3.72 0.39 14.87 16.40 5.00 21.00 
41-50 
years 
old 
46 15.35 4.08 0.60 14.14 16.56 4.00 21.00 
51 years 
or older 
36 14.81 3.93 0.66 13.47 16.14 7.00 21.00 
Total 256 15.50 3.76 0.23 15.04 15.97 4.00 21.00 
engagement_
wir 
Engagement 
(weak items 
removed) 
20-30 
years 
old 
79 47.73 11.47 1.29 45.17 50.30 8.00 65.00 
31-40 
years 
old 
92 51.27 9.21 0.96 49.36 53.18 19.00 66.00 
41-50 
years 
old 
46 50.61 9.89 1.46 47.67 53.55 23.00 66.00 
51 years 
or older 
35 52.17 9.73 1.64 48.83 55.51 28.00 66.00 
Total 252 50.17 10.24 0.65 48.90 51.44 8.00 66.00 
vigour_wir 
Vigour (weak 
items b12v, 
b15v, b17v 
removed) 
20-30 
years 
old 
79 12.23 3.94 0.44 11.35 13.11 0.00 18.00 
31-40 
years 
old 
92 13.27 3.12 0.32 12.63 13.92 4.00 18.00 
41-50 
years 
old 
46 12.93 3.51 0.52 11.89 13.98 5.00 18.00 
51 years 
or older 
35 13.60 2.97 0.50 12.58 14.62 8.00 18.00 
Total 252 12.93 3.47 0.22 12.50 13.36 0.00 18.00 
dedication_wir 
Dedication 
(weak item 
b13d 
removed) 
20-30 
years 
old 
79 18.54 4.65 0.52 17.50 19.59 3.00 24.00 
31-40 
years 
old 
92 19.46 3.69 0.38 18.69 20.22 6.00 24.00 
41-50 
years 
old 
46 18.74 4.41 0.65 17.43 20.05 4.00 24.00 
51 years 
or older 
35 19.71 3.83 0.65 18.40 21.03 10.00 24.00 
Total 252 19.08 4.17 0.26 18.56 19.59 3.00 24.00 
absorption_wir 
Adsorption 
(weak items 
b16a b6a 
removed) 
20-30 
years 
old 
79 16.96 3.93 0.44 16.08 17.84 5.00 24.00 
31-40 
years 
old 
92 18.54 3.71 0.39 17.78 19.31 8.00 24.00 
41-50 
years 
old 
46 18.93 3.55 0.52 17.88 19.99 12.00 24.00 
51 years 
or older 
35 18.86 4.70 0.79 17.24 20.47 5.00 24.00 
Total 252 18.16 3.97 0.25 17.67 18.65 5.00 24.00 
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Levene’s test for homogeneity of variance was applied (see Table 44). The (Sig) levels were 
> 0.05, implying that the assumption of homogeneity has not been violated and analysis 
could proceed with ANOVA. 
Table 44: Levene’s test for homogeneity of variance  
  
Levene 
Statistic df1 df2 Sig. 
pathgoal_wir Path goal 
leadership (weak items 
removed) 
1.303 3 252 0.274 
directive_wir Directive (weak 
item r.c18d removed) 
1.211 3 252 0.306 
supportive_wir Supportive 
(weak items c8s r.c11s 
removed) 
1.695 3 252 0.169 
participative_wir Participative 
(weak item r.c7p removed) 
0.521 3 252 0.668 
achieveorient_wir 
Achievement orientation (weak 
items r.c16a c19a removed) 
0.956 3 252 0.414 
engagement_wir Engagement 
(weak items removed) 
1.470 3 248 0.223 
vigour_wir Vigour (weak items 
b12v, b15v, b17v removed) 
1.231 3 248 0.299 
dedication_wir Dedication 
(weak item b13d removed) 
2.301 3 248 0.078 
absorption_wir Adsorption 
(weak items b16a b6a 
removed) 
1.100 3 248 0.350 
 
Applying ANOVA (see Table 45), the (Sig) value had to be less than or equal to 0.05 to 
indicate that there was a significant difference between the mean age scores of the 
respondents. Two Sig values less than or equal to 0.05 were extracted for the Supportive 
LS style (0.027 < 0.05) and for the construct ‘absorption’ (0.011 < 0.05). To determine which 
age group and for which construct, a Multiple Comparison (Table 45) was conducted. 
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Table 45: ANOVA  
  
Sum of 
Squares df 
Mean 
Square F Sig. 
pathgoal_wir Path 
goal leadership (weak 
items removed) 
Between Groups 956.831 3 318.944 1.242 0.295 
Within Groups 64696.919 252 256.734     
Total 65653.750 255       
directive_wir Directive 
(weak item r.c18d 
removed) 
Between Groups 76.752 3 25.584 1.025 0.382 
Within Groups 6290.151 252 24.961     
Total 6366.902 255       
supportive_wir 
Supportive (weak 
items c8s r.c11s 
removed) 
Between Groups 154.717 3 51.572 3.101 0.027 
Within Groups 4190.767 252 16.630     
Total 4345.484 255       
participative_wir 
Participative (weak 
item r.c7p removed) 
Between Groups 65.839 3 21.946 0.736 0.531 
Within Groups 7509.161 252 29.798     
Total 7575.000 255       
achieveorient_wir 
Achievement 
orientation (weak 
items r.c16a c19a 
removed) 
Between Groups 25.291 3 8.430 0.594 0.620 
Within Groups 3578.705 252 14.201     
Total 3603.996 255       
engagement_wir 
Engagement (weak 
items removed) 
Between Groups 729.448 3 243.149 2.356 0.072 
Within Groups 25597.552 248 103.216     
Total 26327.000 251       
vigour_wir Vigour 
(weak items b12v, 
b15v, b17v removed) 
Between Groups 65.405 3 21.802 1.833 0.142 
Within Groups 2949.310 248 11.892     
Total 3014.714 251       
dedication_wir 
Dedication (weak 
item b13d removed) 
Between Groups 55.134 3 18.378 1.058 0.367 
Within Groups 4306.433 248 17.365     
Total 4361.567 251       
absorption_wir 
Adsorption (weak 
items b16a b6a 
removed) 
Between Groups 171.527 3 57.176 3.756 0.011 
Within Groups 3774.802 248 15.221     
Total 3946.329 251       
 
A post-hoc test (see Table 46) was performed and the mean differences were consulted. 
Only significant results are shown and reported on. 
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Table 46: Post-hoc test 
         
Dependent Variable 
Mean 
Difference 
(I-J) 
Std. 
Error Sig. 
95% Confidence 
Interval 
Lower 
Bound 
Upper 
Bound 
Absorption Tamhane 20-30 
years old 
31-40 
years old 
-1.58145* 0.58759 0.046 -3.1466 -0.0163 
41-50 
years old 
-1.97276* 0.68533 0.029 -3.8115 -0.1340 
51 years 
or older 
-1.89512 0.90904 0.225 -4.3742 0.5840 
31-40 
years old 
20-30 
years old 
1.58145* 0.58759 0.046 0.0163 3.1466 
41-50 
years old 
-0.39130 0.65056 0.992 -2.1398 1.3572 
51 years 
or older 
-0.31366 0.88312 1.000 -2.7309 2.1036 
41-50 
years old 
20-30 
years old 
1.97276* 0.68533 0.029 0.1340 3.8115 
31-40 
years old 
0.39130 0.65056 0.992 -1.3572 2.1398 
51 years 
or older 
0.07764 0.95095 1.000 -2.5078 2.6631 
51 years 
or older 
20-30 
years old 
1.89512 0.90904 0.225 -0.5840 4.3742 
31-40 
years old 
0.31366 0.88312 1.000 -2.1036 2.7309 
41-50 
years old 
-0.07764 0.95095 1.000 -2.6631 2.5078 
*. The mean difference is significant at the .050 level. 
 
Results: A one-way between-groups analysis of variances was performed to determine the 
impact of age levels on the Path-Goal LS Theory LS styles as well as on the sub-constructs 
(Directive LS style; Supportive LS style; Participative LS style; and Achievement-Orientated 
LS style). The impact on EE and its sub-constructs (Vigour; Dedication; and Absorption) 
were also determined.   
The results indicate that there was a significant difference at the p<0.05 level ‘absorption’ 
scores for the different age groups: F (2,252) = 3.756, p = 0.011. Post-hoc comparisons 
using Tamhane showed that the mean scores for Group 1: 20-30 (M = 16.96, SD = 3.93); 
Group 2:31-40 (M = 18.54, SD = 3.71); Group 3: 41-50 (M = 18.93, SD = 3.55); and Group 
4: 51 and older (M = 18.86, SD = 4.70) were significantly different to each other. 
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CHAPTER 5: DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS 
5.1 INTRODUCTION 
Chapter Five covers three distinct sections – the first section discusses the main literature 
findings pertaining to this research study; the second section answers the main research 
and sub-research questions; and the third section discusses the theoretical, practical and 
methodological contributions of this study, the applicable research limitations, and potential 
areas for future studies.  
5.2 MAIN LITERATURE FINDINGS 
Increased globalisation and constant economic turmoil, fuelled by intense business-to-
business competition, more demanding customers and consumers, continuous (and often 
dramatic) changes in technology and more demanding shareholders (Masood et al., 2006, 
p.941; Topping, 2002, p.27), are just some of the drivers determining business focus and 
strategies. Organisations thus need to focus internally on employees and externally on 
customers to drive both their top and bottom lines in order to remain competitive and 
sustainable. EE is one of the critical drivers of these focus points, with LS in turn being one 
of the key drivers and determinants of EE (Hewitt Associates LLC, 2005, p.3).  
Literature findings pertaining to LS and EE in general 
It is clear that very few leaders fully understand the impact of their LS styles and behaviours 
on their organisation, employees and customers (Warrick 1981, p.155), despite the fact that 
LS drives EE which in turn drives employee retention, productivity and loyalty, customer 
satisfaction, and the organisation’s top and bottom lines. 
Even though a great deal has been written about LS, LS theories, LS models, LS styles, and 
EE as separate constructs over the last century, significantly less has been written about 
the actual relationship between them, or the impact of LS, and more specifically LS theories, 
models and styles, on EE. 
There is also limited research and literature on the relationship between LS styles (for 
example Path-Goal LS Theory) and EE prior to the 1990s, as most of the literature and 
research currently available is focused on more recent LS theories, models and styles 
(Othman, Hamzah, Abas and Zahuan, 2017, p.108) such as Transformational LS 
(Breevaart, Bakker, Hetland, Demerouti, Olsen and Espevik, 2014; Zhu, Avolio and 
Walumbwa, 2009; Gozukara and Simsek, 2015; Lan and Chong, 2014), Authentic LS 
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(Giallonardo, Wong and Iwasiw, 2010; and Wong and Lashinger, 2012), LS Position and 
‘Team-Supportive’ LS (Xu and Cooper, 2011), Servant LS (Carter and Baghurst, 2013), 
Charismatic LS (Babcock-Roberson and Strickland, 2010) and Visionary LS (Cheema, 
Akram and Javed, 2015).  
Besides the fact that there is limited literature and research on the actual relationship 
between LS and EE and that the available research and literature is focused predominantly 
on more recent LS styles, there is also a fundamental gap with regards to literature and 
research in the context of emerging economies (Markos and Sridevi, 2010, p.94) that needs 
to be addressed.  
Literature findings pertaining to UWES EE 
The Utrecht Work Engagement Scale (UWES), which measures an employee’s level of 
Vigour, Dedication and Absorption, is one of the most frequent and commonly used work 
engagement measurements, as it has been proven to be valid and reliable (Field and 
Buitenbach, 2011, p.51; Petrovi et al., 2017, p.2; Schaufeli et al., 2002, p.85; Schaufeli et 
al., 2003, pp.14-15; Schaufeli et al., 2006, p.709; Çapri et al., 2017, p.425). 
Literature findings pertaining to Path-Goal LS Theory 
The Path-Goal LS Theory, measuring an employee’s LS style (Directive LS style; Supportive 
LS style; Participative LS style; and Achievement-Oriented LS style) is a tried and tested LS 
style measurement tool as it has been proven to be a valid (thus actually measuring LS 
style) and reliable (being internally consistent) LS measuring instrument (House and 
Mitchell., 1975, p.14; Northouse, 2016, pp.122-125; Schriesheim et al., 2006, p.21).  
Although this LS behavioural theory has been applied in numerous LS related studies, it has 
received only partial support as its reliability has been deemed questionable because 
hypotheses relating to all four LS styles were not deemed to be equally or adequately tested 
as research focused predominantly on the Directive and Supportive LS styles (Yukl, 1998, 
p.269; Northouse, 2016, p.124). Another perceived drawback is that this theory focuses on 
the impact of the leader on the follower, thus the relationship and impact are seen as one-
way events and therefore do not encourage subordinates to participate in leadership. This 
can cause followers to become too dependent on the leader to accomplish their goals 
(Goethals, et al., 2004, p.1167; Northouse, 2016, pp.123-124; Gupta and Van Wart, 2016, 
p.80). 
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5.3 ANSWERING THE RESEARCH QUESTION AND SUB QUESTIONS 
This section presents answers to the main research and sub-research questions as set out 
in Chapter 0ne. 
To what extent does a leader’s style, as classified under the Path-Goal Leadership 
(LS) Theory, relate to Employee Engagement (EE) within the commercial foodservice 
industry? 
The Path-Goal LS Theory has been applied in numerous LS related studies but has only 
received partial support due to all four of the Path-Goal LS Theory LS styles not being 
equally (or adequately) tested. Literature and research have focused predominantly on the 
Directive and Supportive LS styles, neglecting the Participative and Achievement-Oriented 
LS styles (Yukl, 1998, p.269; Northouse, 2016, p.124). It was thus critical to include all four 
Path-Goal LS Theory LS styles in this study. Addressing the four sub-research questions 
also helped to address the main research question.  
RQ1: What is the relationship (correlation) between the Directive LS style and EE? 
Sub-research question 1 investigated the relationship between the Directive LS style and 
EE. 
The Directive LS style is characterised by leaders who communicate exactly what is 
expected of subordinates and provide the necessary guidance, performance standards, 
rules and regulations. This LS style is most appropriate where the leader needs to provide 
a high level of structure and authority, where followers have an external locus of control 
and/or low ability level, where the environment and/or task is complex, and where the work 
group provides job satisfaction (House and Mitchell, 1975, p.3; Achua and Lussier, 2010, 
p.119; Goethals et al., 2004, p.1166). In Chapter Two the researcher achieved research 
objective three by theoretically addressing Hypothesis 3, i.e. there is a relationship between 
the Directive LS style and EE. 
The bivariate correlation analysis performed in Chapter Four (refer to Table 40) yielded N = 
253, r = 0.301 and p = 0.000, reflecting a moderate positive correlation between this LS style 
and EE.  
Based on these theoretical and statistical findings, it can be surmised that there is a positive 
relationship between the Directive LS style and EE, and that an increase in the application 
of the Directive LS style will lead to an increase in EE. 
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RQ2: What is the relationship (correlation) between the Supportive LS style and EE? 
The Supportive LS style is characterised by leaders who are friendly and approachable, 
show genuine concern for the needs and well-being of subordinates, build strong 
relationships, and try to make the work environment more enjoyable and pleasant. This LS 
style is most appropriate where the leader needs to provide a high level of consideration 
and low levels of authority, where followers have an internal locus of control and/or high 
ability level, where the environment and/or task is simple, and where the work group or work-
related activities are not intrinsically satisfying (House and Mitchell , 1975, p.3; Achua and 
Lussier, 2010, p.119; Goethals et al., 2004, p.1166). In Chapter Two the researcher 
achieved research objective four by theoretically addressing Hypothesis 4, i.e. there is a 
relationship between the Supportive LS style and EE. 
The bivariate correlation analysis performed in Chapter Four (refer to Table 40) yielded N = 
253, r = 0.344 and p = 0.000, reflecting a significantly moderate positive correlation between 
this LS style and EE. 
Based on these theoretical and statistical findings, it can be surmised that there is a positive 
relationship between the Supportive LS style and EE, and that an increase in the application 
of the Supportive LS style will lead to an increase in EE. 
RQ3: What is the relationship (correlation) between the Participative LS style and EE? 
The Participative LS style is characterised by leaders who consult with subordinates, solicit 
input and suggestions, and take these suggestions into consideration during the decision-
making process. This LS style is most appropriate when the leader needs to include 
employees in the decision-making process where decisions directly affect them, where 
followers have an internal locus of control and/or high ability level, where the environment 
and/or task is complex, and where job satisfaction from the work group can be high or low 
(House and Mitchell, 1975, p.3; Achua and Lussier, 2010, p.119; Goethals et al., 2004, 
p.1166). In Chapter Two the researcher achieved research objective five by theoretically 
addressing Hypothesis 5, i.e. there is a relationship between the Participative LS style and 
EE. 
The bivariate correlation analysis performed in Chapter Four (refer to Table 40) yielded N = 
253, r = 0.380 and p = 0.000, reflecting a significantly moderate positive correlation between 
this LS style and EE. 
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Based on these theoretical and statistical findings, it can be surmised that there is a positive 
relationship between the Participative LS style and EE, and that an increase in the 
application of the Participative LS style will lead to an increase in EE. 
RQ4: What is the relationship (correlation) between the Achievement-Oriented LS 
style and EE? 
The Achievement-Oriented LS style is characterised by leaders who not only set challenging 
goals and continually seek improvement and performance at the highest level, but also have 
the inspiration and confidence that subordinates will be able to achieve those goals. This LS 
style is most appropriate when the leader needs to provide a high level high of structure, 
authority and consideration (as tasks tend to be unstructured), when followers have an 
external locus of control and/or high ability level, when the environment and/or task is simple, 
and when job satisfaction from the work group can be high or low (House and Mitchell, 1975, 
p.3; Achua and Lussier, 2010, p.119; Goethals et al., 2004, p.1166). In Chapter Two the 
researcher achieved research objective six by theoretically addressing Hypothesis 6, i.e. 
there is a relationship between the Supportive LS style and EE. 
The bivariate correlation analysis performed in Chapter Four (refer to Table 40) yielded N = 
253, r = 0.246 and p = 0.000, reflecting a significantly weak positive correlation between this 
LS style and EE. 
Based on these theoretical and statistical findings, it can be surmised that there is a positive 
relationship between the Achievement-Oriented LS style and EE, and that an increase in 
the application of the Achievement-Oriented LS style will lead to an increase in EE. 
To what extent does a leader’s style, as classified under the Path-Goal Leadership 
(LS) Theory, relate to Employee Engagement (EE) within the commercial foodservice 
industry? 
Theoretical and statistical findings have thus proven that there is a positive relationship 
between Path-Goal LS Theory and its LS styles (Directive, Supportive, Participative, and 
Achievement-Oriented) and Employee Engagement. 
Based on the bivariate correlation analysis, these four LS styles can be ranked as follows 
(from strongest to weakest): 
• Achievement-Oriented LS style (N = 253; r = 0.246; p = 0.000).  
• Directive LS style (N = 253; r = 0.301; p = 0.000).  
• Supportive LS style (N = 253; r = 0.344; p = 0.000).  
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• Participative LS style (N = 253; r = 0.380; p = 0.000).  
The Participative LS style will thus have the most positive effect on EE in the commercial 
foodservice industry. 
5.4 CONTRIBUTION OF THE STUDY 
5.4.1 Theoretical  
This research study contributes to the current body of knowledge by increasing the 
understanding of the relationship between the Path-Goal LS Theory LS styles (Directive LS 
style; Supportive LS style; Participative LS style; and Achievement-Oriented LS style) and 
EE, with specific reference to the foodservice industry. 
5.4.2 Methodological 
A quantitative research approach was followed in this research study using tried and tested 
methods. No new contributions were made. 
5.4.3 Practical 
Leaders and their leadership styles and behaviours are the main influencers of EE. The 
outcome of this study sheds light on the relationship between leader behaviour and EE in 
the foodservice industry and will able to guide leaders on what the most appropriate LS style 
is given the required impact on EE. 
5.5 LIMITATIONS OF THE RESEARCH 
This research study focused specifically on the relationship between Path-Goal LS Theory 
and EE within the commercial foodservice industry. The study is thus limited to a single LS 
theory with the findings relating to a single industry. 
5.6 FUTURE RESEARCH 
This research study identified a few opportunities for future research. The first opportunity 
is for more research to be conducted on the actual impact of LS on EE pertaining to 
leadership styles prior to the 1990s, as they are still valid and widely used. In this instance, 
it is recommended that additional research is specifically conducted utilising the Path-Goal 
LS Theory – first as a holistic theory and secondly on all four sub-scales (Directive LS style; 
Supportive LS style; Participative LS style; and Achievement-Oriented LS style) individually. 
The second opportunity is for future research to be conducted pertaining to the relationship 
between LS and EE in emerging economies. 
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5.7 SUMMARY 
In this Chapter, conclusions regarding the literature findings were provided and the main 
research and sub-research questions were answered. The limitations of this research study 
were pointed out, and recommendations were made for potential future research. It can this 
be concluded that all the theoretical and empirical objectives formulated for this research 
were attained. 
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ANNEXURES 
7.1 ANNEXURE A – Research Study Information Letter 
 
DEPARTMENT OF INDUSTRIAL PSYCHOLOGY AND PEOPLE MANAGEMENT 
RESEARCH STUDY INFORMATION LETTER 
15 March 2018 
Good Day 
My name is Erich Johann Durr I WOULD LIKE TO INVITE YOU TO PARTICIPATE in a 
research study on the impact of Leadership Style on Employee Engagement. 
Before you decide on whether to participate, I would like to explain to you why the research 
is being done and what it will involve for you. I will go through the information letter with you 
and answer any questions you have. This should take about 10 to 20 minutes. The study is 
part of a research project being completed as a requirement for a Master’s Degree in 
Personal & Professional Leadership through the University of Johannesburg. 
THE PURPOSE OF THIS STUDY is to determine the impact of Leadership Style on 
Employee Engagement. 
Below, I have compiled a set of questions and answers that I believe will assist you in 
understanding the relevant details of participation in this research study. Please read 
through these. If you have any further questions I will be happy to answer them for you. 
DO I HAVE TO TAKE PART? No, you don’t have to. It is up to you to decide to participate 
in the study. I will describe the study and go through this information sheet. If you agree to 
take part, I will then ask you to sign a consent form.  
WHAT EXACTLY WILL I BE EXPECTED TO DO IF I AGREE TO PARTICIPATE? 
Complete a self-administered questionnaire. 
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WHAT WILL HAPPEN IF I WANT TO WITHDRAW FROM THE STUDY? If you decide to 
participate, you are free to withdraw your consent at any time without giving a reason and 
without any consequences. If you wish to withdraw your consent, you must inform me as 
soon as possible. 
IF I CHOOSE TO PARTICIPATE, WILL THERE BE ANY EXPENSES FOR ME, OR 
PAYMENT DUE TO ME? Participants will not be paid for this study as no expenses are 
incurred during the research process. 
RISKS INVOLVED IN PARTICIPATION? None as this study is completely anonymous.  
BENEFITS INVOLVED IN PARTICIPATION? Participants will be contributing to the 
proposed study. 
WILL MY PARTICIPATION IN THIS STUDY BE KEPT CONFIDENTIAL? Yes. Names on 
the questionnaire/data sheet will be removed once analysis starts. All data and back-ups 
thereof will be kept in password protected folders and/or locked away as applicable. Only I 
or my research supervisor will be authorised to use and/or disclose your anonymised 
information in connection with this research study. Any other person wishing to work with 
you anonymised information as part of the research process (e.g. an independent data 
coder) will be required to sign a confidentiality agreement before being allowed to do so. 
OR 
WILL MY TAKING PART IN THIS STUDY BE ANONYMOUS? Yes. Anonymous means 
that your personal details will not be recorded anywhere by me. As a result, it will not be 
possible for me or anyone else to identify your responses once these have been submitted. 
WHAT WILL HAPPEN TO THE RESULTS OF THE RESEARCH STUDY? The results will 
be written into a research report that will be assessed. In some cases, results may also be 
published in a scientific journal. In either case, you will not be identifiable in any documents, 
reports or publications. You will be given access to the study results if you would like to see 
them, by contacting me.  
WHO IS ORGANISING AND FUNDING THE STUDY?  The study is being organised by 
me, under the guidance of my research supervisor at the Department of Industrial 
Psychology and People Management in the University of Johannesburg. This study has not 
received any funding. 
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WHO HAS REVIEWED AND APPROVED THIS STUDY? Before this study was allowed to 
start, it was reviewed in order to protect your interests. This review was done first by the 
Department of Industrial Psychology and People Management, and then secondly by the 
Faculty of Health Sciences Research Ethics Committee at the University of Johannesburg. 
In both cases, the study was approved. 
WHAT IF THERE IS A PROBLEM? If you have any concerns or complaints about this 
research study, its procedures or risks and benefits, you should ask me. You should contact 
me at any time if you feel you have any concerns about being a part of this study. My contact 
details are:  
 
Erich Durr 
083 251 4019 
erichjdurr@gmail.com 
 
You may also contact my research supervisor: 
Prof Magda Hewitt 
mhewitt@uj.ac.za 
 
FURTHER INFORMATION AND CONTACT DETAILS: Should you wish to have more 
specific information about this research project information, have any questions, concerns 
or complaints about this research study, its procedures, risks and benefits, you should 
communicate with me using any of the contact details given above. 
Researcher: 
Erich Durr 
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7.2 ANNEXURE B – Research Consent Form 
 
 
DEPARTMENT OF INDUSTRIAL PSYCHOLOGY AND PEOPLE MANAGEMENT 
RESEARCH CONSENT FORM 
The impact of Leadership Style on Employee Engagement 
Please initial each box below: 
 
       I confirm that I have read and understand the information letter dated 15 March 
2018 for the above study. I have had the opportunity to consider the information, ask 
questions and have had these answered satisfactorily. 
 
                  I understand that my participation is voluntary and that I am free to withdraw from 
this study at any time without giving any reason and without any consequences to me. 
 
                  I agree to take part in the above study. 
 
________________       _________________________________  ________________ 
Name of Participant        Signature of Participant   Date 
 
_________________    __________________________________  ________________ 
Name of Researcher       Signature of Researcher             Date 
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7.3 ANNEXURE C – Research Questionnaire 
PATH-GOAL LEADERSHIP STYLE AND EMPLOYEE ENGAGEMENT 
SELF-ADMINISTERED QUESTIONNAIRE 
INSTRUCTION: 
There are three sections to this self-administered questionnaire: 
Section Instruction 
Section 1 – Personal Biographical Information Must be answered from your perspective as an employee. 
Section 2 – Employee Engagement questionnaire Must be answered from your perspective as an employee. 
Section 3 – Leadership style questionnaire Must be answered from your view about your immediate 
Manager / Leader. 
 
This data will not be used for any other purpose than statistical analysis. 
SECTION 01: PERSONAL BIOGRAPHICAL INFORMATION 
Must be answered from your perspective as an employee. 
Clearly mark your choice with an “X” 
1. Age in completed years  2. Gender 
20-30 years   Male  
31-40 years   Female  
41-50 years   Prefer not to answer  
51-60 years     
>61 years     
 
3. Ethnicity  4. Citizenship 
Black   South African  
Indian   Foreigner  
Coloured   Prefer not to answer  
White     
Other     
Prefer not to answer     
 
5. Highest level of completed education  6. Current level of employment 
Did not finish High School   Non-management  
High School Matric   Middle management  
College Diploma / Technical Qualification   Senior management  
Bachelor’s Degree     
Honour’s Degree     
Master’s Degree or above     
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SECTION 02: EMPLOYEE ENGAGEMENT QUESTIONNAIRE 
This section comprises out of 17 questions and must be answered from your perspective as an employee. 
Clearly mark your choice with an “X” 
0 
Never 
1 
Almost never / 
few times or 
less 
2 
Rarely / once 
a month or 
less 
3 
Sometimes / 
few times a 
month 
4 
Often / once a 
week 
5 
Very often /  
few times a 
week 
6 
Always / every 
day 
 
1V At my work, I feel bursting with energy  
0 1 2 3 4 5 6 
2D I find the work that I do full of meaning and purpose 
0 1 2 3 4 5 6 
3A Time flies when I’m working 
0 1 2 3 4 5 6 
4V At my job, I feel strong and vigorous 
0 1 2 3 4 5 6 
5D I am enthusiastic about my job 
0 1 2 3 4 5 6 
6A When I am working, I forget everything else around me 
0 1 2 3 4 5 6 
7D My job inspires me 
0 1 2 3 4 5 6 
8V When I get up in the morning, I feel like going to work 
0 1 2 3 4 5 6 
9A I feel happy when I am working intensely 
0 1 2 3 4 5 6 
10D I am proud of the work that I do 
0 1 2 3 4 5 6 
11A I am immersed in my work 
0 1 2 3 4 5 6 
12V I can continue working for very long periods at a time 
0 1 2 3 4 5 6 
13D To me, my job is challenging 
0 1 2 3 4 5 6 
14A I get carried away when I am working 
0 1 2 3 4 5 6 
15V At my job, I am very resilient, mentally 
0 1 2 3 4 5 6 
16A It is difficult to detach myself from my job 
0 1 2 3 4 5 6 
17V At my work I always persevere, even when things do not go well 
0 1 2 3 4 5 6 
 
 
 
 
119 
 
SECTION 03: PATH-GOAL LEADERSHIP STYLE QUESTIONNAIRE 
This section comprises out of 20 questions and must be answered from your view about your immediate Manager/Leader 
Clearly mark your choice with an “X” 
1 
Never 
2 
Hardly Ever 
3 
Seldom 
4 
Occasionally 
5 
Often 
6 
Usually 
7 
Always 
 
1D My immediate leader lets followers know what is expected of them. 
1 2 3 4 5 6 7 
2S My immediate leader maintains a friendly working relationship with followers. 
1 2 3 4 5 6 7 
3P My immediate leader consults with followers when facing a problem. 
1 2 3 4 5 6 7 
4P My immediate leader listens receptively to followers’ ideas and suggestions. 
1 2 3 4 5 6 7 
5D My immediate leader informs followers about what needs to be done and how it needs to be done. 
1 2 3 4 5 6 7 
6A My immediate leader lets followers know that he / she expects them to perform at their highest level. 
1 2 3 4 5 6 7 
7P My immediate leader acts without consulting his / her followers. 
1 2 3 4 5 6 7 
8S My immediate leader does little things to make it pleasant to be a member of the group. 
1 2 3 4 5 6 7 
9D My immediate leader asks followers to follow standard rules and regulations. 
1 2 3 4 5 6 7 
10A My immediate leader sets goals for followers’ performance that are quite challenging. 
1 2 3 4 5 6 7 
11S My immediate leader says things that hurt followers’ personal feelings. 
1 2 3 4 5 6 7 
12P My immediate leader asks for suggestions from followers concerning how to carry out assignments. 
1 2 3 4 5 6 7 
13A My immediate leader encourages continual improvement in followers’ performance. 
1 2 3 4 5 6 7 
14D My immediate leader explains the level of performance that is expected of followers. 
1 2 3 4 5 6 7 
15S My immediate leader helps followers overcome problems that stop them from carrying out their tasks. 
1 2 3 4 5 6 7 
16A My immediate leader shows that he / she has doubts about followers’ ability to meet most objectives. 
1 2 3 4 5 6 7 
17P My immediate leader asks followers for suggestions on what assignments should be made. 
1 2 3 4 5 6 7 
18D My immediate leader gives vague explanations of what is expected of followers on the job. 
1 2 3 4 5 6 7 
19A My immediate leader consistently sets challenging goals for followers to attain. 
1 2 3 4 5 6 7 
20S My immediate leader behaves in a manner that is thoughtful of followers’ personal needs. 
1 2 3 4 5 6 7 
 
